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ABSTRACT 
In recent years, the Army, Navy and Air Force have had difficulty maintaining 
adequate numbers of optometrists to provide vision care. To investigate one aspect of 
this staffing problem, reasons for leaving active duty and for staying were assessed by 
mailing 1 096 surveys to both active duty optometrists and optometrists who left active 
duty. Descriptive analyses of the results suggest that three basic reasons induce 
optometrists to leave military service - pay, promotion opportunity and bureaucracy. 
Other reasons which may be contributory are control over assignments and stature of 
optometry in the military. Retirement benefits, control over assignments, job security, 
and location of current assignment appear to be inducements to remain. Discriminant 
analysis was also performed to detemine which of the leave/stay variables 
distinguished leavers from stayers. Pay, opportunity to practice as desired, amount 
civilian optometrists earn, number of supporting staff, and frequency of moves 
contributed most to the classification of respondents as leavers or stayers. Other 
variables assessed of the active duty and separated respondents included 
satisfaction, intention, commitment, communication, integration, and opportunity. 
Results of the study suggest that pay and promotion opportunity must be addressed by 
the military services in order to increase retention of optometrists on active duty. 
TABLE OF CONTENTS 
TABLE OF CONTENTS ............................................................................................... i 
LIST OF TABLES .......................................................................................................... iv 
TABLES IN TEXT .............................................................................................. iv 
TABLES IN APPENDIXES .............................................................................. viii 
APPENDIX A .......................................................................................... viii 
APPENDIX D ......................................................................................... x 
LIST OF FIGURES ........................................................................................................ xii 
CHAPTER 1 . INTRODUCTION .................................................................................. 1 
Background ........................................................................................................ 1 
Definition of Turnover ....................................................................................... 6 
Review of Turnover literature ........................................................................ ? 
General ................................................................................................... ? 
Review Articles ...................................................................................... 8 
Turnover Research ............................................................................... 1 0 
Civilian ........................................................................................ 1 0 
Military ......................................................................................... 1 2 
Turnover Models ................................................................................... 16 
Turnover and Optometry ...................................................................... 18 
Purpose of This Study ....................................... ............................................... 1 8 
CHAPTER 2. METHODS ............................................................................................ 19 
General ............................................................................................................... 19 
Active Duty Survey ........................................................................................... 19 
Separated Survey ............................................................................................ 1 9 
Questionnaire Design ...................................................................................... 20 
Statistical Considerations ............................................................................... 23 
CHAPTER 3. RESULTS ............................................................................................. 25 
Response Rates ................................................................................................ 25 
Active Duty ....................................... .................. .. .................................. 25 
Separated .............................................................................................. 25 
Demographics ................................................................................................... 26 
General ................................................................................................... 26 
Age .......................................................................................................... 26 
Gender .................................................................................................... 27 
Marital Status ......................................................................................... 27 
Dependents ........................................................................................... 28 
Summary of Demographics ................................................................ 29 
Military Background .......................................................................................... 29 
1 
General ................................................................................................... 29 
Branch of Service ................................................................................. 29 
Length of Service .................................................................................. 30 
Prior Service .......................................................................................... 33 
Obligation ............................................................................................... 34 
Pay Grade .............................................................................................. 35 
Regular or Reserve Status .................................................................. 37 
Raised in Military Family ...................................................................... 39 
Summary of Military Background .......................... ............................. 39 
Entry on Active Duty ......................................................................................... 39 
General ................................................................................................... 39 
Active Duty ............................................................................................. 40 
Mode of Entry ............................................................................. 40 
Reasons for Entry ...................................................................... 40 
Most Important Reason For Entry ........................................... 41 
Separated .............................................................................................. 41 
Mode of Entry ............................................................................. 41 
Reasons for Entry ................................................................ ..... . 42 
Most Important Reason for Entry ........................................... .42 
Combined Data ..................................................................................... 43 
Summary of Entry on Active Duty ...................................................... 43 
lntentions ............................................................................................................ 44 
General ................................................................................... ................ 44 
Active duty respondents ...................................................................... 44 
Separated Respondents .................................................................... .4 7 
Summary of Intentions ........................................................................ .48 
General Satisfaction ......................................................................................... 49 
General ................................................................................................... 49 
Active Duty ............................................................................................. 49 
Separated .................................................................. ............................ 62 
Summary of General Satisfaction ...................................................... 56 
Specific Satisfactions ... ............................................... ..................................... 56 
General ................................................................................................... 56 
Active Duty ............................................................................................. 67 
Separated ..... " ........................................................................................ 61 
Combined ....... ., ...................................................................................... 64 
Commitment. ...................................................................................................... 6 5 
General ..... ........................................................ ...................................... 65 
Active Duty ............................................................................................. 66 
Separated .............................................................................................. 68 
Summary of Commitment. ................................................................... 70 
Commun1cat1on ................................................................................................. 71 
General ................................................................................................... 71 
Active Duty ....... ...................................................................................... 71 
Separated .............................................................................................. 73 
Summary of Communication .............................................................. 7 4 
Integration ........ .. ................................................................................................ 7 4 
General ................................................................................................... 74 
Active Duty ............................................................................................. 7 5 
ii 
Separated .............................................................................................. 75 
Summary of Integration ....................................................................... 75 
Opportunity ......................................................................................................... 7 5 
General ................................................................................................... 75 
Difficulty Finding Practice Opportunity .............................................. 75 
Rating of the Civilian Job Market ....................................................... 77 
Summary of Opportunity ...................................................................... 78 
Economic lssues ............................................................................................... 78 
General ................................................................................................... 78 
Active Duty ............................................................................................. 79 
Separated .............................................................................................. 82 
Leaving and Staying ........................................................................................ 85 
General ............................................................................... .................... 85 
Active Duty ............................................................................................. 86 
Separated .............................................................................................. 90 
Mode of Separation .............. .................................................... 90 
Reasons for Leaving ................................................................ 91 
Discriminant Analysis of Leave/Stay Factors .............................................. 95 
General ................................................................................................... 95 
Entire Combined Sample .................................................................... 96 
Army Combined Sample ..................................................................... 98 
Navy Combined Sample ..................................................................... 99 
Air Force Combined Sample ................................... ......................... 1 01 
CHAPTER 4. DISCUSSION ..... ; .............................................................................. 1 04 
Reason for the Study .. .................................................................................... 1 04 
Why Do Military Optometrists Leave? ......................................................... 1 05 
Pay ......................................................................................................... 1 05 
Promotion ............................................................................................. 1 09 
Bureaucracy ......................................................................................... 112 
Other Reasons For Leaving .......................................................................... 113 
What Discriminant Analysis Suggests ........................................................ 114 
The Combined Model ........................................................................ 114 
Army, Navy and Air Force Models ........................................ ........... 117 
Interpreting Discriminant Analysis ................................................... 118 
The Bottom Line On Leaving ........................................................................ 119 
Inducement to Remain ................................................................................... 119 
The Role of Satisfaction ................................................................................. 120 
General Satisfaction ........................................... ................................ 120 
Specific Satisfactions ......................................................................... 1 21 
Dissatisfiers ................................................... ........................... 122 
Satisfiers ............... .................................................................... 122 
Potential Determinants of Turnover ............................................................. 123 
Commitment. ........................................................................................ 123 
Communication ................................................................................... 124 
Opportunity ........................................................................................... 126 
Intention ................................................................................................ 126 
Entry Mode and Leaving ............................................................................... 126 
111 
Data Collection ................................................................................................ 1 28 
CHAPTER 5. CONCLUSIONS ................................................................................ 130 
REFERENCES CITED ............................................................................................... 132 
APPENDIX A. TABLES ............................................................................................. 138 
APPENDIX B. SURVEY INSTRUMENTS .............................................................. 171 
Survey: Military Optometrists ........................................................................ 172 
Survey: Former Military Optometrists ......................................................... 182 
APPENDIX C. VARIABLES ASSESSED .............................................................. 190 
Correlates ......................................................................................................... 1 90 
Determinants ... ................................................................................................ 1 90 
APPENDIX D. SUMMARY TABLES ........................................................................ 191 
IV 
LIST OF TABLES 
TABLES IN TEXT 
Table 
3-1 Age of separated and active duty respondents.......................................... 26 
3-2 Age of separated respondents at time of separation ................................. 27 
3-3 Gender of separated and active duty respondents .......... .......................... 27 
3-4 Marital status of separated and active duty respondents .......................... 28 
3-5 Dependents of separated and active duty respondents ........................... 28 
3-6 Dependents of separated respondents at time of separation .................. 29 
3-7 Total active service by branch for separated and active duty 
respondents............................................................................................... 31 
3-8 Entry year for active duty and separated respondents.............................. 31 
3-9 Years of military experience for active duty respondents ......................... 32 
3-1 0 Years of military experience for separated respondents.......................... 32 
3-11 Separations by year, separated respondents............................................. 33 
3-12 Active duty and separated respondents with prior service ....................... 33 
3-13 Obligation status of active duty respondents ... ... ......................................... 34 
3-14 Separated respondents reporting separation within six 
months of completion of military obligation .......................................... 34 
3-15 Military pay grade of active duty and separated respondents................. 36 
3-16 Pay grade at separation by career stage ..................................................... 37 
3-17 Regular and reserve officers among active duty and separated 
respondents ............................................................................................... 38 
3-18 Commission source of active duty and separated respondents .............. 38 
3-19 Active duty and separated respondents raised in a military family......... 39 
v 
3-20 Mode of entry for active duty respondents................................................... 40 
3-21 Mode of entry for separated respondents ..................................................... 42 
3-22 Mode of entry for all respondents entering prior to 1985 .......................... 43 
3-23 Career intentions of active duty respondents .............................................. 45 
3-24 Career intentions of active duty respondents, by years of service .......... 46 
3-25 Years of service intended by active duty respondents .............................. 46 
3-26 Job search by active duty respondents........................................................ 4 7 
3-27 Job search by active duty respondents, by years of service.................... 4 7 
3-28 Career intentions of separated respondents ............................................... 48 
3-29 Length of service intended by separated respondents ............................. 48 
3-30 Overall satisfaction, active duty respondents.............................................. 50 
3-31 Military as place to gain clinical experience, active duty 
respondents ............................................................................................... 50 
3-32 Military as a 20-year career, active duty respondents.................. ............. 51 
3-33 Joining the military again, active duty respondents ................................... 51 
3-34 Support colleague's decision to join military, 
active duty respondents ........................................................................... 52 
3-35 Military optometric career as expected, active duty respondents ............ 52 
3-36 Overall satisfaction, separated respondents ............................................... 53 
3-37 Military as place to gain clinical experience, separated respondents .... 53 
3-38 Military as a 20-year career, separated respondents ................................. 54 
3-39 Joining the military again, separated respondents ..................................... 54 
3-40 Support colleague's decision to join military, 
separated respondents ............................................................................ 55 
3-41 Military optometric career as expected, separated respondents ............. 56 
VI 
3-42 Five aspects most frequently cited as dissatisfiers, 
active duty respondents........................................................................... 57 
3-43 Five aspects most frequently cited as dissatisfiers by years 
of service, active duty ............................................................................... 58 
3-44 Aspects of military service most frequently cited as satisfiers, 
active duty respondents ......................... ......................................... .... ..... 59 
3-45 Five aspects most frequently cited as dissatisfiers, separated 
respondents ................................................................................................ 61 
3-46 Five aspects most frequently cited as dissatisfiers by years of service, 
separated respondents............................................................................ 6 2 
3-47 Agreement with commitment statements, active duty respondents ........ 66 
3-48 Agreement with commitment statements by years of service, 
active duty respondents ........................................................................... 67 
3-49 Agreement with commitment statements, separated respondents ......... 68 
3-50 Agreement with commitment statements by years of service, 
separated respondents ............................................................................ 69 
3-51 Agreement with communication statements, 
active duty respondents ........................................................................... 72 
3-52 Agreement with communication statements, 
separated respondents ............................................................................. 7 3 
3-53 Perceived difficulty in finding a civilian practice situation, 
active duty respondents ........................................................................... 76 
3-54 Difficulty in finding a civilian practice situation, separated 
respondents............................................................................................... 7 6 
3-55 Perceived rating of civilian job market, active duty respondents ............. 77 
3-56 Perceived rating of civilian job market, separated respondents .............. 77 
3-57 Salary adequate compared to effort at work, 
active duty respondents ........................................................................... 79 
3-58 Income sufficient to allow lifestyle desired, active duty respondents ....... 80 
3-59 Comparison of compensation with civilian colleagues, active duty 
respondents ......................................... ....................................................... 80 
Vll 
3-60 Probability of remaining on active duty as function of professional 
pay, by branch of service, active duty respondents ............................ 81 
3-61 Probability of remaining on active duty as function of professional 
pay, by career stage, active duty respondents.................................... 82 
3-62 Salary adequate compared to effort at work at last duty assignment, 
separated respondents ............................................................................ 83 
3-63 Income sufficient to allow lifestyle desired, last duty assignment, 
separated respondents ............................................................................ 83 
. 
3-64 Comparison of compensation with military colleagues, separated 
respondents............................................................................................... 84 
3-65 Probability of r~~urning to active duty as function of professional pay, 
separated respondents ............................................................................ 85 
3-66 Inducements to leave active duty, active duty respondents .......... ........... 86 
3-67 Selected inducements to leave by years of service, active duty 
respondents ............................................................................................... 87 
3-68 Inducements to remain on active duty, active duty respondents ............. 89 
3-69 Separation from active duty, separated respondents, by branch ............ 90 
3-70 Inducements to leave active duty, separated respondents.................... .. 91 
3-71 Inducements to leave active duty, separated Army respondents ............ 92 
3-72 Inducements to leave active duty, separated Navy respondents ............ 92 
3-73 Inducements to leave active duty, separated Air Force respondents ..... 92 
3-74 Selected inducements to leave by years of service, separated ...... ........ 93 
3-75 Factors cited as no inducement to leave, separated respondents 
respondents............................... ................................................................ 9 5 
3-76 Standardized discriminant function coefficients 
for combined analysis............................................................................. 9 7 
3-77 Classification matrix for combined analysis....... ......................................... 98 
3-78 Standardized discriminant function coefficients for Army analysis ......... 99 
3-79 Classification matrix for Army analysis ......................................................... 99 
Vlll 
3-80 Standardized discriminant function coefficients for Navy analysis ......... 1 00 
3-81 Classification matrix for Navy combined analysis ...................................... 101 
3-82 Standardized discriminant function coefficients for Air Force analysis .. 1 02 
3-83 Classification matrix for Air Force combined analysis ....... ...... 0 00. o. 0. o· 0 ... o .. 01 02 
3-84 Rankings of leave/stay variables for all discriminant analysis models ... 1 03 
TABLES IN APPENDIXES 
APPENDIX A. 
A-1 Active duty respondent reasons for entering the military o··· •oo •··········· •o··· .. 139 
A-2 Most important active duty respondent reasons 
for entry on active duty ........................... .................................................. 140 
A-3 Separated respondent reasons for entering the military .......................... 141 
A-4 Most important separated reasons for entry on active duty ...................... 142 
A-5 Satisfaction with aspects of military service, 
active duty respondents ........................................................................... 143 
A-6 Satisfaction with aspects of military service, 
separated respondents ..................... ....................................................... 144 
A-7 Means, standard deviations, and univariate F tests on satisfactions 
by branch of service, active duty respondents .................................... 145 
A-8 Means, standard deviations, and univariate F tests on satisfaction 
by career stages, active duty respondents ........................................... 146 
A-9 Means, standard deviations, and univariate F tests on satisfaction 
by branch of service, separated respondents ............ o ........................ 147 
A-1 0 Means, standard deviations, and univariate F tests on satisfaction 
by career stages, separated respondents ............................................ 148 
A-1 1 Means, standard deviations, and univariate F tests on commitment 
by branch of service, active duty respondents ....... .... ......................... 149 
A-12 Means, standard deviations, and univariate F tests on commitment 
by career stages, active duty respondents ........... .. ...... 0 ....................... 150 
A-13 Means, standard deviations, and univariate F tests on commitment 
by branch of service, separated respondents ..................................... 151 
IX 
A-14 Means, standard deviations, and univariate F tests on commitment 
by career stages, separated respondents ............................................ 152 
A-15 Means, standard deviations, and univariate F tests on communication 
by branch of service, active duty respondents ....... ...................... ....... 153 
A-16 Means, standard deviations, and univariate F tests on communication 
by career stage, active duty respondents ............................................. 154 
A-17 Means, standard deviations, and univariate F tests on communication 
by branch of service, separated respondents ....... .............................. 155 
A-18 Means, standard deviations, and univariate F tests on communication 
by career stage, separated respondents ......... .. .................. ... .............. 156 
A-19 Means, standard deviations, and univariate F tests on economic 
variables by branch of service, active duty respondents ................... 157 
A-20 Means, standard deviations, and univariate F tests on economic 
variables by career stage, active duty respondents ...... ..................... 158 
A-21 Means, standard deviations, and univariate F tests on economic 
variables by branch of service, separated respondents .................... 159 
A-22 Means, standard deviations, and univariate F tests on economic 
variables by career stage, separated respondents .. .......................... 160 
A-23 Response frequencies to leave/stay factors, 
active duty respondents ..... ........... ................ ......... .............. .................... 161 
A-24 Most important active duty respondent reasons 
for leaving active duty .................................................................... ........... 163 
A-25 Most important active duty respondent reasons for remaining on 
active duty ...... ... , ..... ... .............. .................................................................. 165 
A-26 Response frequencies to factors as inducements to leave active duty, 
separated respondents ......................... ... ................................................ 167 
A-27 Most important separated respondent reasons 
for leaving active duty ...... ...... .................................................................. 169 
APPENDIX D 
D-1. Means, standard deviations, Ns, and missing cases for leave/stay 
variables, active duty and separated respondents ............................. 192 
X 
D-2. Response frequencies to leave/stay factors, 
active duty Army respondents ................................................................. 194 
D-3. Response frequencies to leave/stay factors, 
active duty Navy respondents ................................................................. 196 
D-4. Response frequencies to leave/stay factors, 
active duty Air Force respondents .......................................................... 198 
D-5. Response frequencies to factors as inducements to leave active duty, 
active duty Army respondents ................................................................. 200 
D-6. Response frequencies to factors as inducements to leave active duty, 
active duty Navy respondents ... .............................................................. 202 
D-7. Response frequencies to factors as inducements to leave active duty, 
active duty Air Force respondents .......................................................... 204 
Xl 
LIST OF FIGURES 
Figure 
1-1 Authorizations and inventory, Department of Defense 
optometrists, 1975 to 1990....... .. . ... .. . .. . ... . .. . ... . . .. . .. . .. .. . . . . . . .. .. .. . . . . . . .. . . . . . ... 3 
1-2 Authorizations and inventory, U. S. Army optometrists, 
1975 to 1990. .. ... . ... ... . ... . ... . .... ... ... ....... .. .. ... .. .. .. .. .. .. . .. ...... ... . .. . .. . . .. . ... . . .. . .. . . 3 
1-3 Authorizations and inventory, U. S. Navy optometrists, 
1975 to 1990....... .. ...................... .. ... ......................................................... 4 
1-4 Authorizations and inventory, U. S. Air Force optometrists, 
1975 to 1990... ... . .. . .. . . . . . . . .. . .. . . .. . .. . . .. . . . . . . ... .. . . .. .. . . . . .. . .. . . .. . . . . . . .. . .. . . ... . .. . ... . .... 4 
3-1 Active duty respondents by branch of service ................... ... ....................... 30 
3-2 Separated respondents by branch of service ... .......................................... 30 
3-3 Dissatisfaction with pay and promotion by years of service, 
active duty respondents .......... ... ... .. .. .. ..................................................... 59 
3-4 Dissatisfaction with pay and promotion by years of service, 
separated respondents ............................................................................ 62 
3-5 Comparison of specific satisfiers, active duty versus separated .... ......... 65 
3-6 Pay variables by years of service, active duty respondents ....... ......... ..... 88 
3-7 Promotion and bureaucracy by years of service, 
active duty respondents ........................ ............................................... .. .. 88 
3-8 Leave/stay inducements for active duty respondents ................................ 89 
3-9 Pay variables as inducements to leave by years of service, 
separated respondents ......................................... ....... ............ ................ 94 
3-1 0 Promotion and bureaucracy by years of service, 
separated respondents.... ... ... ... ...... ................. ............................ ............ 9 4 
4-1 Comparison of civilian and military annual net incomes ...... ... ................. 1 09 
Xll 
CHAPTER 1. INTRODUCTION 
Background 
The concept of the All-Volunteer Force (AVF) brought with it to the United States 
military increasing uncertainty as to the source of manpower to maintain authorized 
strength. With the cessation of the draft, the Armed Forces were totally dependent on 
volunteers to properly sustain an adequate force. A "steady state" mechanism 
balancing recruitment and retention is necessary to maintain sufficient numbers of 
volunteers to staff the Army, Navy and Air Force. If recruitment goals are not met, the 
shortfall may be made up by increased retention. Similarly, if retention is below 
expectation , recruiting efforts can be increased. With the uncertainty of the voluntary 
recruitment pool, retention is of intensifying importance. Influencing the best qualified 
individuals to remain on active duty has two beneficial outcomes. According to Steele 
(1987), increased retention " ... increase(s) the overall quality of the senior officer corps 
and also help(s) create a military that is most effective, in terms of cost as well as 
action."1 
The general problem of adequate staffing affects all aspects of the military, 
including the Medical Departments of the Army, Navy and Air Force. The problem of 
physician shortages is well documented.2,3,4,5 A 1990 General Accounting Office 
study6 reported that the annual attrition rate of physicians from active duty increased 
between fiscal year (FY) 1985 and 1988 for all three services. These data establish 
that the combined attrition rate for the three services went from 14% in FY 1985 to 16% 
in FY 1988, a 14% increase. Likewise, during those years, the Army demonstrated a 
25% increase in attrition, the Air Force a 13% increase, and the Navy a five percent 
increase. Whalen (1986) cites data for FYs 1983-85 that shows only 13% of Navy 
physicians and 12-13% of Department of Defense (DOD) physicians continued their 
military careers to beyond 14 years of service.? 
1 
While physicians represent the primary medical providers, "other"a non-
physician health care providers are also an integral part of the medical department 
team. According to the 1989 Report to Congress on Other Health Care Providers, 
" ... an appropriate mix of health care providers with diverse skills is necessary for the 
timely provision of high quality care at an acceptable cost."8 This report demonstrates 
a decline in these other non-physician providers, comparable to the decline of 
physicians. The overall percentage of "other'' providers on active duty (i.e., "inventory") 
compared to budgeted positions (i.e., "authorizations") has declined from a high of 
101% in FY 1983 to 96.3% in FY 1988.b Individual specialties have had more 
dramatic declines. In FY 1988, pharmacy was at 91% of authorized strength, clinical 
psychology at 93%, podiatry at 95%, dentistry at 98%, social work at 93%, physical 
therapy at 97%, and physician's assistants at 95%. Two specialties, veterinary 
medicine and audiology/speech pathology were overstrength (at 103% and 102%, 
respectively) in FY 1988.9 
Optometry, as one of the "other" providers, has also had declining inventory 
levels. In FY 1988, optometry had the lowest authorized strength of all the non-
physician providers (85%}. The inventory of optometrists on active duty in the military 
has been decreasing since 1985.10 Figure 1-1, based on data from Defense 
Manpower Data Center (DMDC), demonstrates this decline for all Department of 
Defense optometrists . Figures 1-2, 1-3, and 1-4 reflect the staffing trends since 1975 
for the Army, Navy and Air Force respectively. Additionally, there have been 
insufficient accessions (i.e., optometrists recruited) to balance this deficit. With 
decreasing numbers of optometrists, the ability of the Department of Defense to 
provide vision care to all beneficiaries is greatly reduced. Shortages of optometrists in 
a "Other" is the term used in the 1989 Report to Congress to refer to non-physician health care providers. 
b Percentages for the intervening years are 99.5% in FY 84, 99.5% in FY 85, 98.4% in FY 86, and 97.8% 
in FY 87. 
2 
the Army forced curtailment of vision care to retired members and their families.11 
Such curtailment has contributed to the erosion of health care benefits for eligible 
beneficiaries. 
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Retention rates of military optometrists beyond their initial obligations are low for 
each branch of service. Between 1985 and 1988, according the the Report to 
Congress, the Army retained 25% of its optometrists beyond their initial obligation, the 
Navy, 56%, and the Air Force, 36%. These retention rates represent the lowest rates 
of all specialties in the Medical Service Corps of the Army and Biomedical Sciences 
Corps of the Air Force (p. C-17).16 
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The 1989 Report to Congress cited five "irritants" which have affected retention 
of optometrists.17 They are as follows: 
1. Optometrists are not treated as independent health care providers in 
the military as they are in civilian practice. 
2. Funding for continuing education is frequently difficult to obtain. 
3. Financial compensation does not match the civilian sector. 
4. Career-broadening opportunities are few at the local level because of 
the high demand for optometric services. 
5. There is insufficient support staff which reduces productivity. 
The solution for the staffing difficulties in the 1970s was to implement the Armed 
Forces Health Profession Scholarship Program (AFHPSP or HPSP) for optometrists. 
This program was established on 21 September 1972 when Congress enacted PL 92-
426, Ihe Armed Forces Health Professions Revitalization Act of 1972. The purpose of 
this legislation was to provide a source of qualified health care personnel as a 
replacement program for the "doctor draft," which ended in 1973. Students in 
medicine, osteopathy, dentistry, veterinary science, and optometry among others were 
eligible to receive the scholarships. For optometry students, the AFHPSP ended in 
1980, with the last graduates entering active duty in 1984. According to Colonel John 
T. Leddy, Optometric Consultant to the Army Surgeon General, in his testimony to the 
U. S. Senate Appropriations Sub-Committee on Defense on 20 June 1989, "In the 
past we had great success in procuring optometrists through the Armed Forces Health 
Professions Scholarship Program (HPSP). This was the single best procurement tool 
the Army ever had. However, it did nothing to address the retention problem. While 
HPSP was the answer for procurement, of the last class of HPSP graduates accessed 
in 1984 ... 1ess than two percent of those remain on active duty. Overall, about five 
percent remain on active duty past their second tour (p. 361-362)."18 
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In FY 1989, the Army only was able to reestablish AFHPSP for optometry 
students, with 25 positions allocated from the Medical Corps. An additional 25 slots 
were acquired in FY 1990. Changing policy may permit permanent reestablishment of 
the program for the Navy and Air Force in the near future. 
The staffing of organizations, both military and civilian, is of critical concern for 
management. Human resources -- people -- are essential to the survival of 
organizations and are a major cost of conducting business.19 The movement of 
people into and out of organizations-- turnover-- can have potentially serious 
consequences. Recruiting and retaining the right people is perhaps the most 
important aspect of human resources management. 
Definition of Turnover 
Following Bureau of Labor Statistics usage, Bluedorn uses four terms to 
describe turnover: accession, separation, voluntary and involuntary.20 Accession is 
the process of joining, or becoming a member of, an organization. Separation refers 
to the process of leaving, or terminating membership, in an organization, and may be 
voluntary or involuntary. Involuntary separation is a separation initiated by forces 
other than the individual (usually by an employer). Discharges, layoffs, involuntary 
retirements, dismissals, and firings are terms describing involuntary separations. 
Voluntary separation, on the other hand, is initiated by the individual. Quits and 
voluntary retirements are terms used to describe voluntary separations. In his 
taxonomy, Bluedorn describes four types of turnover: Type I (voluntary separation) , 
Type II (voluntary accession), Type Ill (involuntary accession), and Type IV (involuntary 
separation). 
Turnover may also be classified as functional or dysfunctional.21. Functional 
turnover occurs when an individual desires to leave an organization and the 
organization is unconcerned about the loss; i.e., the individual is viewed as a liability. 
Dysfunctional turnover occurs when an individual desires to leave an organization but 
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the organization wants to retain that individual; the individual is viewed as an asset. 
Functional turnover is generally considered beneficial to the organization while 
dysfunctional turnover is detrimental. 
Job turnover has been distinguished from organizational turnover.22 When the 
decision to leave an organization is based on job factors and not the organization, 
Jackofsky and Peters have labeled this "job turnover". Organizational turnover 
describes the decision to quit an organization, not the specific job, and is related to 
factors specific to the organization. 
Other terms are also used to describe turnover behavior, including leave, which 
is a voluntary separation, and stay which denotes continuing membership in an 
organization. Stay is usually applied to an individual who is not obligated to stay with 
the organization. 
Retention and continuation, frequently used by the military, describe aggregate 
behavior. These two terms refer to the continued membership of individuals in the 
organization. Retention is usually expressed as the number of individuals who remain 
in the organization compared to the total membership during a given period of time. 
Continuation refers to the comparison of the total number of individuals who are 
members of the organization at both the beginning and the end of a time period. 
Review of Turnover Literature 
General 
The search for reasons people leave organizations began after the turn of this 
century and has generated an enormous literature (see Muchinsky and Morrow23). 
Over 1 000 articles and studies have been published. 24 
The process of leaving or staying in a job is a cognitive/perceptual process 
whereby the individual evaluates the various internal and external factors and makes 
a decision to leave or stay based on the relative importance of the factors. The 
decision-making process is continually modified to reflect changes of the relative value 
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of the factors. Mobley et. al. describe the process in four steps : a) evaluation of 
current job and assessment of dissatisfaction, b) evaluation of the attractiveness and 
attainability of alternative jobs outside the organization (i.e., "net expected utility" which 
is the expected or anticipated attractiveness and attainability of staying in the current 
job relative to attractiveness and attainability of alternative jobs outside the 
organization), c) expression of intention to quit, and, d) departure from the 
organization.25 
Researchers from many disciplines-- psychology, sociology, economics, and 
management sciences -- have been concerned with identifying the factors or 
variablesd associated with turnover in organizations. A majority of studies have been 
concerned with determining which which variables precede the act of leaving; i.e., they 
are concerned with identifying antecedent variables or determinants. 
Review Articles 
Review articles provide an excellent overview of relevant turnover variables. 
Although only two reviews are discussed here, other examinations of the turnover 
literature have been accomplished by March and Simon,26 Porter and Steers,27 
Price,28 Mobley et. al.,29 Muchinsky and Tuttle,30 Bluedorn,31 and Mobley.32 
Cotton and Tuttle33 have provided one of the most recent summaries of 
potentially significant variables. Using meta-analysis,e they determined by using an 
"adding Zs" techniquef that 25 of 26 variables which have been identified in various 
studies were statistically significant. External correlates (or variables) which were 
significant at the p<.0005 level included employment perceptions, unemployment rate, 
dIn the turnover literature, independent variables are also labeled explanatory variables, predictor 
variables, and determinants; dependent variables are sometimes designated criterion variables. 
e Meta-analyses are statistical procedures which summarize information gathered from multiple studies in 
order to identify the contributions of various independent variables. Such techniques may involve 
counting the number of studies which support a particular finding or contribution of a variable, or may 
assess the significance. 
f The "adding Zs" technique transforms p-values into two values which are summed and divided by the 
square root of the number of studies reviewed. 
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and union presence; accession rate was significant at p<.01. Work-related variables 
significant at p<.0005 were pay, performance, role clarity, overall satisfaction, pay 
satisfaction, satisfaction with work itself, satisfaction with supervision, satisfaction with 
co-workers, satisfaction with promotion, and organizational commitment; task 
repetition was significant at p<.02. Personal factors, significant at p<.0005 included 
age, tenure, gender, biographical data, education, number of dependents, behavioral 
intentions, and met expectations; marital status was significant at p<.01, and aptitude 
and ability at p<.003. Intelligence, with p<.1 0 was considered by the authors not to be 
significant. In their count of research studies, the most frequently researched variables 
were age (45 studies), education (37 studies), pay (33 studies), and overall 
satisfaction (28 studies). 
Cotton and Tuttle formulated several conclusions.33 First, they confirmed many 
of the conclusions about specific variables in earlier qualitative reviews (including 
March and Simon,26 Porter and Steers,27 Price,28 Mobley et. al.25 Muchinsky and 
Tuttle34, Muchinsky and Morrow,30 Bluedorn,31 and Mobley32). Second, they found 
that met expectations, behavioral intentions and organizational commitment, which 
had only recently been studied, held promise as independent variables. Third, 
different measures of economic factors produce different effects on turnover: 
" ... aggregate economic data are reliably correlated with aggregate turnover."35 And 
fourth, other influences which have been little studied, appeared to impact on turnover, 
specifically the population being studied, type of industry, and nationality. 
In an earlier review, Price28 attempted to catalog the then-existing turnover 
literature. He constructed a mutually exclusive list of independent variables impacting 
on turnover, by categorizing the independent variables into correlates, determinants, 
and intervening variables. He defined correlates as " ... indicators to which turnover is 
related,"36 and determinants as " ... analytical variables which are believed to produce 
variations in turnover (p. 66)."37 Intervening variables mediate the impact of the 
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determinants on turnover. Of the correlates, he found three with strong support in the 
literature: length of service, age, and level of employment (as measure of 
unemployment rate). Three correlates had medium support: level of skill (blue-collar 
workers), blue-collar versus white collar, and country. Three correlates had weak 
support: level of education, non-managers versus managers, and non-governmental 
versus governmental. Determinants with strong support included: pay, integration 
(extent of participation in primary relationships), instrumental (related to job 
performance) and formal (official) communication, and centralization (degree of 
concentration of power). Significant intervening variables which were: satisfaction 
and opportunity (available alternatives). 
Turnover Research 
These two review papers clearly demonstrate the variety of variables and the 
numerous approaches in the turnover literature. Some of the specific studies which 
focus on the antecedents of voluntary turnover are discussed below. 
Civilian 
Price and Mueller38 studied turnover of nurses using multiple regression and 
path analysis9 . A number of independent variables were found to be significant (at 
p<.001, p<.05 or p<.01 ). When they regressed the dependent variable job satisfaction 
on all independent variables in their model, seven were significant: routinization, 
instrumental communication, promotional opportunity, participation, amount of time 
worked, kinship responsibility, and opportunity. With intent to stay as the dependent 
variable, job satisfaction, general training, kinship responsibility, opportunity, and pay 
were significant. With turnover as the dependent variable, intent to stay, opportunity, 
and general training were the significant independent variables. These authors note 
that adding two correlates, age and length of service, into their model resulted in an 
g Path analysis is a method of analyzing causal models. With this technique, influences of independent 
variables on dependent variables can be assessed and hypothetical causal relationships validated. 
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increase in explained variance. They, like Bluedorn,39 view this phenomenon as 
evidence that unknown independent variables have been excluded from the model. 
Overall, they ranked the variables as follows: intent to stay (commitment), opportunity 
(alternative jobs available), general training (more training the greater the turnover), 
job satisfaction, kinship responsibility. The other eight independent variables in their 
model-- pay, integration, distributive justice, professionalism, routinization, 
participation, instrumental communication, and promotional opportunity-- were not 
significant. 
Using intention to leave as the dependent variable, Martin40 developed a 
model which postulated ten determinants (pay, integration, instrumental 
communication, formal communication, centralization, routinization, distributive justice, 
upward mobility, community participation and work commitment), two intervening 
variables (job satisfaction and opportunity), and six correlates (length of service, age, 
education, occupation, sex and marital status). He proposed that the first eight 
determinants (with the exception of opportunity and community participation) indirectly 
impacted intention to leave by acting on satisfaction. Martin stated that opportunity 
acted directly on satisfaction but was not influenced by any of the other determinants 
nor the correlates. Community participation and work commitment negatively affected 
intention to leave. 
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Military 
Several researchers have studied turnover of military personnel. In general, 
turnover in the military is similar to that in the private sector turnover. However, military 
personnel are unable to quit at will, whereas in most civilian situations, employees 
may terminate employment at any time. In the Armed Forces, one must wait until the 
completion of obligated service to leave. Actual departure from the military may occur 
at a time different from when the initial intention to leave is first entertained. 
Bluedorn39 postulated a model of two sets of exogenous variables, 
organizational structure (pay and organizational control) and organizational 
environment (environmental push and pull), and an intervening variable (satisfaction) 
the combined effect of which lead to voluntary military turnover. The organizational 
structure variables, the organizational environment variables, and job satisfaction 
were labeled determinants. A second set of variables were designated as correlates. 
Bluedorn did not include the correlates in his model, assuming that if the proper 
determinants were selected, the correlates would add little or no explanatory power 
(cf. Price and Mueller38 and Price28 ). He used the correlates as a measure of 
appropriate selection of the determinants. 
Bluedorn path-analyzed 1964 Army officer data from the National Opinion 
Research Center (NORC). He concluded first that the draft was a significant 
determinant of turnover among Army officers. He further found that his model, 
consisting of the five determinants, accounted for 65% of the variance in turnover 
intentions of the sample. He felt that this high proportion of variance was attributable 
to the fact that because an individual leaving the military was leaving both an 
organization and an occupation, and the effects of the variables were more vital to the 
individual. Third, Bluedorn rejected the concept of an interaction between 
environmental pull and turnover (postulated by March and Simon,26 and Price28 ). 
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Lastly, he found that organizational control played a minor role in turnover, although 
he suggested additional testing of this variable was needed. 
Youngblood et. al.,41 using a repeated measures analysis of variance (ANOVA) 
design, analyzed the turnover among Marine Corps enlistees. Variables, adapted 
from the Mobley et. al. study,25 included expected utility of the present military roles, 
expected utility of the alternative civilian roles, net expected utility (i.e., the difference in 
expected utility between civilian and military), job satisfaction, and behavioral 
intentions to complete enlistment and to reenlist. 
These researchers were able to determine variables which distinguished 
leavers from stayers. They discovered that the effect of these variables changed over 
time. Those who left, especially those who left prior to or during basic training, scored 
significantly lower on several variables than those who completed their enlistment. 
These variables included expected utility of the present role, civilian role force, net 
expected utility, expected satisfaction, intention to complete the enlistment, and 
reenlistment intentions. Those who reenlisted had significantly higher scores on net 
expected utility and intentions to reenlist than those who completed their reenlistment 
and left. Behavioral intentions were observed to be at their lowest prior to leaving. 
These authors highlight the significant role of satisfaction in the turnover process. 
Several implications were presented by these researchers in their study.42 
They suggested first that variables relating to the turnover process should be assessed 
prior to the organizational entry and appropriate socialization procedures developed. 
Such variables could be used in the employee selection process as well. Second, 
periodic assessments of attitudes, intention and perceptions could be useful in 
placement, training, and counseling. 
Payne43 focused on five categories of independent variables as determinants 
of retention. Using data extracted from the 1985 DOD Survey of Officers and Enlisted 
Personnel, Payne collected a sample of Air Force officers with four to 11 years of 
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service who were within one year of completion of obligated service. Using LOG IT 
analysis, h he examined three groups: all, married/unmarried, and men/women. 
Independent variables included gender, age, advanced degree, work experience, and 
average number of moves, marital status, total family debt, job search behavior (within 
past year), and satisfaction with military life. All variables were significant for at least 
one of the models. 
Steele 1 classified Army and Marine Corps officers as careerists or non-
careerists and used LOG IT analysis for each group with career intentions as the 
dependent variable and personal, intrinsic, or extrinsic independent variables. In 
general, intrinsic factors contributed to career decision more than extrinsic factors. 
Personal factors, specifically length of service and sex, also contributed to career 
intentions. Most factors contributed little to retention; the author noted that an effective 
retention program must include combinations of factors. He further noted that the Army 
as a whole, the Navy as a whole, and Army medical specialists as a group are 
significantly different from each other and programs to enhance retention should be 
targeted to specific groups. 
In a 1990 military physician study,3 General Accounting Office (GAO) 
researchers found that lower probabilities of leaving were found with 1) higher levels 
of military pay (when compared to civilian compensation), 2) less time spent on non-
physician tasks, 3) ability to maintain proficiency in a medical specialty, 4) less time 
spent on combat readiness training, and, 5) fewer undesired permanent changes of 
station.44 Three factors--military pay, the number of non-physician hours, and ability to 
maintain proficiency--were found to be statistically significant for groups when 
analyzed separately by initial obligation and beyond initial obligation. The GAO 
researchers suggested that of all factors considered, military pay and non-physician 
h Logit analysis, or logistic regression, is a regression based statistical technique which does not require 
that a dependent variable be normally distributed. It is used with nominal dependent variables. 
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hours appear to be the most important in achieving "meaningful reductions" in 
physicians' intention to leave the military. 
Oaubert2 developed a turnover model for Air Force physicians which 
hypothesized that a physician's decision to stay or leave military practice depended on 
the expected utility of the future military role compared to the expected utility of the 
civilian role (cf. March and Simon26). Earnings, personal characteristics and 
preferences, and characteristics of the job and employment situation were all factored 
into the decision to leave or stay. Using LOGIT analysis, Daubert found that increased 
retention probabilities were associated with higher earnings, with increases in pay 
grade/rank, and age (in the oldest age groups studied). Board certified physicians 
were retained at lower rates than non-certified physicians within each pay grade 
grouping. However, across all the pay grade groupings, once physicians were past 
their initial retention point (i.e., no longer obligated), board certified physicians were 
more likely to stay. 
CainS analyzed Army, Navy and Air Force medical officer data from a 1978 
Rand Survey. He determined that six variables highly correlated with years of service 
intended: satisfaction with military life, chance for interesting work, people with whom 
worked, job location, chance for promotion, and "my family better off with me in a 
civilian job." Of these, the first three variables entered the discriminant analysisi 
equation and allowed 77.8% of physicians to be correctly classified and 75% of the 
non-careerists and 82.4% of the careerists to be correctly classified. Another six 
variables were found to be correlated with years of service: satisfaction with military 
life, feelings about current location, no remaining obligated service, permanent 
change of station (PCS) problems, finding off-duty employment, AFHPSP, and age at 
i Discriminant analysis is a statistical technique that permits the study of differences among two or more 
groups based on the contribution of specific discriminating variables . Further, it allows prediction of group 
membership. 
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entry. The first four variables entered the discriminant analysis equation and allowed 
80.39% of physicians to be correctly classified and 85% of the non-careerists and 75% 
of the careerists to be correctly classified. 
Although Cain recommended interpreting his results with caution because of 
his limited sample size, he concluded:45 
1. Medical officers felt inadequately compensated for their efforts and 
indicated they thought they would receive greater compensation in 
the civilian sector. 
2. Transfers (PCSs) were a source of dissatisfaction. 
3. Medical officers viewed the military job situation negatively while 
viewing the civilian job environment positively. 
4. Satisfaction with military life appeared to be a "composite measure" of 
all variables and was related to positive feelings about job and social 
aspects of the military. 
Turnover Models 
As can be seen from previous references, turnover researchers have generally 
placed relevant variables in some type of framework or model. Many formal models 
have been proposed: March and Simon,26 Mobley et. aJ.,25 Mobley,32 Price,2B 
Muchinsky and Morrow23, and Bluedorn.39 Mobley points out that such models are 
necessary in order to interpret research, suggest new research, direct attention to 
multiple causes or determinants of turnover, and to guide managers who must deal 
with turnover.32 A basic premise of most of these models is that an employee's 
decision to quit is a function of 1) the relative attractiveness of current employment 
compared to the alternatives ("perceived desirability of quitting") and, 2) the perceived 
opportunity to obtain an attractive alternative employment relationship, i.e., perceived 
ease of quitting (see Milkovich and Boudreau19 ). 
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The models proposed by Price,28 Mobley,32 and the organizational 
commitment model (Mowday, Steers and Porter46 and Williams and Hazer47) have 
been noteworthy and have guided turnover research and thinkingj . 
The Price model is an "opportunity model"28 which specifies satisfaction and 
economic opportunity as intervening variables. Five determinants-- pay, integration, 
instrumental communication, formal communication, and centralization -- interact with 
satisfaction and economic opportunity to culminate in turnover. The more dissatisfied 
an individual is on the job, the greater the likelihood that he will leave. However, the 
opportunity for reemployment must be good in order for his dissatisfaction to motivate 
him to leave. Price noted that the demographic variables or correlates do not act as 
determinants in his model. 
The Mobley model (Mobley32 and Mobley, et. at.25) is an "intention model" 
which suggests that four determinants impact on intentions to quit. The four 
determinants include 1) job satisfaction-dissatisfaction, 2) expected utility of alternative 
work roles within the organization, 3) expected utility of work roles outside the 
organization, and, 4) non-work values. Intention to search for alternatives and 
intention to quit are immediate precursors to leaving. 
The organizational commitment model (see Shore and Martin48; Williams and 
Hazer43) establishes commitment to the organization as a primary determinant. 
Williams and Hazer defined commitment as an " ... effective response to the whole 
organization" in contrast to satisfaction which is an " ... affective response to specific 
aspects of the job."49 Shore and Martin,48 in a study of bank tellers and hospital 
professionals found that organizational commitment was more strongly related to 
turnover intentions than satisfaction, but only for clerical employees. 
i See reviews by Bluedorn39 and Williams and Hazer47. 
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Turnover research is diverse-- in samples studied,k in methodology, and in 
approach to statistical analysis. Muchinsky and Morrow have noted, "Despite the 
wealth of studies on turnover, the amount of theory or attempts at integration is really 
quite small. "50 Because of the complex relationships between work attitudes, 
behavior intentions, and work behavior (Hom, et. al.51), no global model of turnover 
has been developed. And unfortunately, as Muchinsky and Morrow observed, " ... each 
discipline has let its specialty interests rule ... "so In the present study, which assesses 
characteristics of a previously untested occupational sample, the selection of 
appropriate variables is a difficult and the probability of neglecting potentially 
important variables is great. 
Turnover and Optometry 
The literature to date has not specifically studied turnover of optometrists. 
Several studies, however, have addressed satisfaction and other potential 
determinants of turnover (Shipp and Talley,52 Tutt and Hittle, 53 and Williams54). 
Purpose of This Study 
The intent of this investigation is to study the quit/stay decision of military 
optometrists using attitudinal data derived from self-administered questionnaires. By 
analyzing the responses of optometrists currently on active duty and comparing them 
to those who have left active duty, factors which are instrumental in the decision 
process may be identified. The identification of factors and the development of a 
rudimentary model of the quit-stay decision for optometrists should be useful to 
personnel managers and policy makers who are concerned about the declining 
numbers of optometrists on active duty. 
kIt is enlightening to peruse the tables in Muchinsky and Tuttle34 and Mobley et. aJ.25 to see the diversity 
of variables, sample types and sizes studied up to that time. 
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CHAPTER 2. METHODS 
General 
During the summer of 1990, two self-administered questionnaires were 
developed and mailed to active duty military optometrists ("active duty survey") and 
former military optometrists ("separated survey"). Response data from the two survey 
instruments formed the basis for all statistical analysis. 
Active Duty Survey 
The active duty survey was sent to all active duty military optometrists with the 
Army, Air Force or Navy, regardless of present duties or assignment. These 
questionnaires were mailed between June 18 and July 6. Mailing addresses were 
obtained from rosters provided by the Army and Air Force optometry consultant and 
the speciality advisor for the Navy. A cover letter was included with each 
questionnaire indicating the purpose of the study and assurance of anonymity. A 
separate letter endorsing the project written by each of the optometric consultants was 
also enclosed. A prepaid, return-addressed envelope was attached to each 
questionnaire. At clinics or installations where more than one optometrist was located, 
questionnaires were combined in one envelope and sent in care of the senior 
optometry officer for distribution. 
Separated Survey 
Between July 2 and September 1, questionnaires were sent to all military 
optometrists who could be identified and located who had separated from active duty 
with the Army, Air Force or Navy between 1979 and June, 1990. A majority of the 
questionnaires were sent out between July 2 and July 18. Names of former military 
optometrists were acquired by examining previous optometry rosters from the three 
services, The Bluebook of Optometrists (35th through 40th editions),SS and the Armed 
Forces Optometric Society (AFOS) membership rosters published in the AFOS 
Newsletter.ss Mailing addresses for all those identified were extracted from The 
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Bluebook of Optometrists, alumni rosters furnished by two optometry colleges' and 
AFOS. Addresses were also received in response to an article which appeared in the 
August 1, 1990 American Optometric Association News. 57 Personal communications 
from active duty optometrists were also received. A number of addresses were 
obtained in response to a letter enclosed with each survey, requesting assistance of 
the respondent in locating other former military optometrists. A request for a 
forwarding address was stamped on each envelope mailed to separated military 
optometrists, in accordance with postal regulations. A cover letter explaining the 
nature of the study and assurance of anonymity was enclosed with each 
questionnaire, and a prepaid, return-addressed envelope was attached. 
Questionnaire Design 
The questionnaires were designed with the intention that they would assess 
specific variables which, according to the available literature, have been associated 
with turnover. Constructs defined by Mobley,32 Price and Mueller,38 and Price4 
formed the basis for the variables assessed. A list of the variables is found in 
Appendix C. 
The questions which constituted each survey instrument were original, although 
many of them were adapted from various sources, including Price's nursing turnover 
questionnaire,58 the GAO Survey of Military Physicians, 59 Kaiser Permanente's 
Employee Survey (1989),60 and the Job Diagnostic Survey.61 The basic format of the 
questionnaire was adapted from the GAO Survey.59 Original questions were 
constructed in order to tailor them to the targeted groups of optometrists. 
The active duty survey included 163 separate questions and is reproduced in 
Appendix B. The survey was divided into eight parts as follows: 
lfndiana University School of Optometry and Pacific University College of Optometry were the only 
institutions contacted with an alumni database which they were willing to make available. 
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I. Background Information. Format: closed answer questions 
(including checklists, nominal, ordinal, and category scales), and free 
response questions. Variables assessed: demographics and military 
background. 
II. Optometric Education and Training. Format: closed answer 
questions (checklists) and free response questions. Variables 
assessed: professional eduction and post-graduate training. 
Ill. Motivation for Joining the Service and Future Plans. Format: closed 
answer questions (Likert-type graphic rating scales and category 
scales). Variables assessed: reasons for entering the military, 
intentions, and future prospects. 
IV. Pay and Benefits. Format: closed answer questions (nominal rating 
scales). Variables assessed: pay. 
V. Your Attitudes Toward Military Service. Format: closed answer 
questions (Likert-type graphic scales and category scales). Variables 
assessed: commitment, communication, specific satisfactions, 
satisfaction, integration, and fulfillment of expectations. 
VI. Characteristics of the Military. Format: Closed answer questions 
(Likert-type graphic rating scales). Variables assessed: N/A. These 
questions were not used in this study. They were included to support 
concurrent research on optometry student perceptions of the 
military. 62 
VII. Factors Influencing Your Decision to Leave or Stay. Format: free 
response and closed answer questions (category scales). Variables 
assessed: factors in quit/stay decision. 
VIII. Additional Information. Format: closed answer, free response 
questions. Variables assessed: personal demographics. 
The separated survey included 142 separate questions and is reproduced in 
Appendix B. The survey was also divided into eight parts as follows: 
I. Background Information. Format: closed answer questions 
(including checklists, nominal, ordinal, and category scales), and free 
response questions. Variables assessed: demographics and military 
background. 
II. Optometric Education and Training. Format: free response questions 
and closed answer questions (checklist). Variables assessed: 
professional education and post-graduate training. 
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Ill. Military Service and Original Plans. Format: closed answer 
questions (Likert-type graphic rating scales, category scales). 
Variables assessed: reasons for entering the military, career 
intentions, integration, commitment, communication, and specific 
satisfactions. 
IV. Pay and Benefits. Format: closed answer questions (category 
scales). Variables assessed: pay. 
V. Your Attitudes Toward Military Service. Closed answer questions 
(category scales). Variables assessed: general satisfaction and 
fulfillment of expectations. 
VI. Factors Influencing Your Decision to Leave. Format: closed answer 
category scales. Variables assessed: factors involved in leaving 
military service. 
VII. Current Practice or Employment Situation. Format: closed answer 
questions (Likert-type graphic scale, checklist, category scales), free 
response questions. Variables assessed: civilian practice situation 
and satisfaction with civilian practice. 
VIII. Additional Information. Format: closed answer (category and 




Although a majority of data collected were ordinal, a conscious decision was 
made to analyze data using parametric techniques. This approach to the data is in 
keeping with the exploratory nature of the research. Further, the multivariate nature of 
the data and the limitations of nonparametric procedures necessitated this choice. 
Both discriminant analysis and one-way analysis of variance (ANOVA) were used. 
With the large sample size and the robustness of the parametric techniques used, 
violations of assumptions are likely to be minimal. Discriminant analysis has been 
shown to be a robust technique. 63 As Klecka states, "With large samples, however, 
we can ignore the tests of significance or interpret them 'conservatively' when our data 
violate the assumptions."64 AN OVA, too, has been described as robust . 65,66 
When using ANOVA, the significance level of .05 was chosen by convention 
and is consistent with significance levels chosen in comparable social research. A 
more conservative level of significance, such as .01, would likely exclude potential 
variables worthy of further study and would be counter to the exploratory nature of the 
research. Although the danger of falsely rejecting the null hypothesis (Type I error) 
cannot be ignored, in the present study it is unlikely to have serious consequences for 
military retention policies, and can thus be considered an acceptable risk. 
Since the intention of the investigation was to explore potential relationships 
among the data, the Fisher LSD (Least Significant Difference) test was used as the 
post hoc test among the means. The Fisher LSD maintains an acceptable experiment-
wide Type I error rate when multiple comparisons are made. 
Missing data, which comprised less than 10% of the total dataset, were deleted 
from all statistical analyses. In reviewing the missing data, no consistent pattern was 
observed. According to Berk,67 such small amounts of missing data do not lead to 
losses in efficiency of the statistical estimation procedures. 
23 
Descriptive analysis, i.e., data reduction and display, and one-way factorial 
analysis of variance (ANOVA) were performed using the Macintosh version of 
StatView 512+.68 Discriminant analysis was performed using Systat for the Macintosh 
(version 5.0).69 Data storage was accomplished with Microsoft Excel, version 2.2.70 
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CHAPTER 3. RESULTS 
Response Rates 
Active Duty 
The active duty questionnaire was mailed to all 489 active duty optometrists. Of 
these, 199 were Air Force, 151 were Navy and 139 were Army. A total of 350 (153 Air 
Force, 84 Navy, and 107 Army) were returned prior to the start of data analysis. Two 
surveys were deemed incompletea and were not included in the analysis. Four 
surveys (two Navy and two Army) were received after data analysis began and were 
not included. Responses from 344 surveys were used in the analysis. The total 
response rate was 71.6%. The adjusted total response rate (i.e., the response rate 
based on those surveys used) was 70.3%. The adjusted response rate for the Air 
Force was 76.9%, for the Navy, 55.6%, and for the Army, 77.0%. 
Separated 
Eight hundred and twenty-four military optometrists were identified as having 
left active duty between 1979 and June, 1990. This total included 332 Air Force, 190 
Navy and 302 Army. No address could be found for 134 (16.3%) of the 824, including 
36 Air Force, 37 Navy, and 61 Army. Surveys were therefore sent to the 690 
separated military optometrists for whom addresses could be located. Eighty-three 
(12%) of the questionnaires were returned undeliverable by the post office, leaving 
607 surveys which were presumably received by separated military optometrists. Of 
these, 275 (45%) were Air Force; 132 (22%), Navy; and 200 (33%), Army. Of the 607 
which were delivered, 275 were completed and returned However, five (two Air Force, 
one Navy, and two Army) were received after data analysis began and were not used. 
The total response rate was 45.3%. The adjusted total response rate was 44.5%. The 
a A returned survey was considered incomplete if one or more pages were physically missing. 
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Demographic information was assessed of active duty and separated 
respondents by 040 (birth year), 041 (gender), 042 (marital status), and 043 
(dependents) on the respective surveys. Age was derived by subtracting birth year 
(040) from 1990, the year in which the survey was administered. 
Age 
The average age of active duty respondents was 37, with a range of 25 to 58. 
Army respondents were, on average, slightly older at age 39. Navy and Air Force 
respondents were 37 and 36 respectively. See Table 3-1. 
The average age of separated respondents at the time of the survey was older 
than the active duty sample-- age 40 (with a range of 29 to 67). Army respondents 
were, on average, 41; Navy, 39; and Air Force, 41. See Table 3-1. 
The average age of separated respondents at the time of separation was 
younger than the active duty sample -- 35 years, with a range from 25 to 66. See 
Table 3-2 for complete results. 
Table 3-1. Age of separated and active duty respondents 
ACTIVE DUTY SEPARATED 
Branch of Service Ran e Mean Ran e Mean 
ARMY 26-54 39 29-64 41 
NAVY 26-58 37 31-59 39 
AIR FORCE 25-58 36 29-67 41 
ALL 25-58 37 29-67 40 
Note: ~for all active duty=341 (Army, 1 06; Navy, 84; Air Force, 151 ). N for separated=269 (Army, 117; 
Navy, 58; Air Force, 94). 
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Table 3-2. Age of separated respondents at time of separation 








25-51 33 .7 
26-66 36.2 
25-66 35.4 
Note: N for separated=265 {Army, 115; Navy, 58; Air Force 92) . 
Gender 
The majority of active duty respondents (89%) were male; likewise, 92% of 
separated respondents were male (see Table 3-3). 
Table 3-3. Gender of separated and active duty respondents 
ACTIVE DUTY SEPARATED 
Male Female Male Female 
Branch of Service % % % % 
ARMY 92.5 7.5 92.3 7 .7 
{99) {8) (108) 
NAVY 83.3 16.7 91.5 8 .5 
(70) {14) {54) 
AIR FORCE 90.7 9.3 92.6 7 .5 
{137) (14) (87) 
ALL 89.4 10.6 92.2 7 .8 
(306) (36) (249) 






A majority of all respondents were married {80% of al l active duty respondents 
and 88% of all separated). See Table 3-4 for complete data. 
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Table 3-4. Marital status of separated and active duty respondents 
ACTIVE DUTY SEPARATED 
Married Unmarried Married Unmarried 
% % 0/o % 
Branch of Service 
ARMY 85.0 15.0 88.0 12.1 
(91) (16) (102) (14) 
NAVY 77.4 22.6 91.5 8.5 
(65) {19) (54) (5) 
AIR FORCE 78.8 21.2 86.2 13.8 
(119) (32) (81) (13) 
ALL 80.4 19.6 87.8 11 .9 
(275) (67) (237) (32} 
Note: Figures in parentheses are base Ns for the adjacent percentages. 
Dependents 
The typical active duty respondent had approximately two dependents with a 
range from zero to nine (See Table 3-5). The typical separated respondent, at the time 
of separation, also had about two dependents, with a range from zero to 10 (see Table 
3-6). 
Table 3-5. Dependents of separated and active duty respondents 
ACTIVE DUTY SEPARATED 
Branch of Service Ran e Mean Ran e Mean 
ARMY 0-6 2.2 0-6 2.1 
NAVY 0-6 2.2 0-10 1.8 
AIR FORCE 0-9 2.2 0-6 2.2 
ALL 0-9 2.1 0-10 2.1 
Note: N for all active duty=341 (Army, 107; Navy, 83; Air Force, 151). N for separated=270 (Army, 117; 
Navy, 59; Air Force 94). 
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Table 3-6. Dependents of separated respondents at time of separation 
SEPARATED 










Note: N=270 (Army, 117; Navy, 59; Air Force 94). 






Based on frequency of response, the typical active duty respondent was 37 
years old, male, married, and with two dependents. The typical separated respondent 
was 40, male, and married with two dependents. 
Military Background 
General 
On the active duty survey, military background was assessed by 02 (prior 
service}, 04 (entry year}, 05 (years of service), 07 (pay grade), 08 (commission 
source), 09 (obligation source), and 045 (raised in military family). 
Military background was assessed on the separated survey by 03 (prior 
service), 05 (entry year), 06 (years of service), 07 (separation year), 08 (separation at 
obligation, 09 (pay grade), 010 (commission source), and 045 (raised in military 
family) . 
Branch of Service 
Of the active duty respondents, 107 (31 %) were Army; 84 (24%), Navy; and 153 
(45%), Air Force. See Figure 3-1. 
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Of the separated respondents, 117 (43%), were Army; 59 (22%), Navy; and 94 
(35%), Air Force. See Figure 3-2. 
Figure 3-2. Separated respondents by branch of service 
35.00% 
43.00% 
I·ARMY DNAVY 1111 AIR FORCE I 
Length of Service 
The active duty sample, at the time of completing the survey, had total active 
service ranging from less than one year to 35 years, with mean length of service of 9.4 
years. The Army respondents had longer service, with a mean of 11.5 years. See 
Table 3-7 for complete results. 
The respondents who had separated from active service averaged 7. 9 years of 
service at the time of separation, ranging from one to 32 years. The Navy respondents 
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had the shortest length of service (5.8 years), while the Army respondents averaged 
8.2 years and the Air Force, 8. 7 years. See Table 3-7. 
Table 3-7. Total active service by branch for separated and active duty respondents 
ACTIVE DUlY SEPARATED 
Branch of Service Ran e Mean Ran e Mean 
ARMY <1-29 11.7 2-32 8.2 
NAVY <1-35 9.3 2-25 5.8 
AIR FORCE <1-28 8.1 1-32 8.8 
ALL <1-35 9.5 1-32 7.9 
Note: M for all active duty=343 (Army, 107; Navy, 84; Air Force, 152) . .M for separated=270 (Army, 117; 
Navy, 59; Air Force 94). 
Active duty optometrists who responded to the survey entered active duty 
between 1961 and 1990. The year in which the greatest number of military 
optometrists entered active duty (mode) was 1989. Separated military optometrists 
entered active duty between 1955 and 1987. The modal year for separated 
optometrists was 1983. See Table 3-8 for complete results. 
Table 3-8. Entry year for active duty and separated respondents 
ACTIVE DUTY SEPARATED 
Year of Entry N % N % 
1955 to 1959 0 0 10 3.7 
1960 to 1964 8 2.3 21 7.8 
1965 to 1969 14 4.1 10 3.7 
1970 to 1974 49 14.2 14 5.2 
1975 to 1979 54 15.7 88 32.6 
1980 to 1984 78 22.7 118 43.7 
1985 to 1989 125 36.3 9 3.3 
1990 16 4.7 0 0 
TOTALS 344 100.0 270 100.0 
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When categorized by years of service, as in Table 3-9, the military experience of 
active duty respondents can be determined. 
Table 3-9. Years of military experience for active duty respondents 
YEARS OF MILITARY EXPERIENCE-ACTIVE DUTY 
0-4 Years 5-9 Years 10-14 Years 15-19 Years ~20Years 
Branch of Service (%) (%) (%) (%) (%) 
ARMY 22 16 26 23 12 
NAVY 41 20 12 16 12 
AIR FORCE 40 28 12 14 7 
Note: ti ,.,343 (Army, 107; Navy, 84; Air Force, 152). 
When categorized by years of service, as in Table 3-1 0, the military experience 
of separated respondents can be assessed. Nearly half of the respondents from each 
branch of service had between zero and four years of service. 
Table 3-10. Years of military experience for separated respondents 
YEARS OF MILITARY EXPERIENCE--SEPARATED 
0-4 Years 5-9 Years 10-14 Years 15-19 Years Retired 
Branch of Service (%) (o/o) (o/o) {o/o) (o/o) 
ARMY 50 25 7 2 16 
NAVY 58 31 3 0 9 
AIR FORCE 49 22 8 2 19 
Note: N =270 (Army, 117; Navy, 59; Air Force, 94). 
Table 3-11 shows the number of separated respondents, by year, who left 
active duty. Two -thirds had left by the end of 1985, while 90% had left by 1987. Only 
10% of the entire sample served on active duty between 1988 and 1990. 
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Table 3-11. Separations by year, separated respondents 
SEPARATIONS 
Yeat N % 
1979 6 2.2 
1980 37 13.7 
1981 59 21.9 
1982 86 31.9 
1983 112 41.5 
1984 143 53.0 
1985 181 67.0 
1986 215 79.6 
1987 243 90.0 
1988 254 94.1 
1989 267 98.9 
1990 270 100.0 
Note: Hand % are cumulative. Sample did not Include any 
respondents who separated prior to 1979. 
Prior Service 
Only 26% of active duty respondents had military service prior to entering active 
duty as an optometrist (see Table 3-12). 
Only 22% of those who had separated from active duty had some type of 
military service prior to active service as an optometrist. The Navy sample had the 
smallest percentage with prior service-- 7% (see Table 3-12). 
Table 3-12. Active duty and separated respondents with prior service 
ACTIVE DUTY SEPARATED 
Branch of Service N % N o/o 
ARMY 38 35.5 33 28.2 
NAVY 17 20.2 4 6.8 
AIR FORCE 33 21.6 22 23.4 
ALL 88 25.6 59 21.9 
Note: ti for all active ctuty-344 (Army, 107; Navy, 84; Air Force, 153). N for ~parated=270 (Army, 117; 
Navy, 59; Air Force 94). 
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Obligation 
Active duty respondents were asked to indicate under what type of military 
obligation, if any, they were at the time of completing the survey. Thirty-eight percent 
reported that they were under no obligation, 25% under initial obligation, and 37% 
obligated for other reasons (see Table 3-13). 
Table 3-13. Obligation status of active duty respondents 













As shown in Table 3-14, 54% of separated respondents reported that they left 
active duty within six months of their obligation. 
Table 3-14. Separated respondents reporting separation within six months of 
completion of military obligation 
Separation within six months of 
















The active duty respondents ranged in pay grade from 0-2 to 0-6. Nearly half, 
49%, were in pay grade 0-3 (see Table 3-15). 
Among the respondents who had separated from active duty, over 80 percent 
were 0-3s at time of separation. See Table 3-15 for complete results. 
b Pay grades for military officers range from 0-1 to 0-10 and correspond to military rank. 0-1 is the lowest 
ranking commissioned officer and corresponds to a second lieutenant in the Air Force and Army and an 
ensign in the Navy. 0-2 is the pay grade associated with second lieutenants in the Air Force and Army and 
lieutenants (junior grade or jg) in the Navy. A pay grade of 0-3 corresponds to an Air Force or Army captain 
and a Navy lieutenant. Air Force and Army majors and Navy tieutenant commanders are in pay grade 0-4. 
Lieutenant colonels (Air Force and Army) and commanders (Navy) are in pay grade 0-5. The pay grade of 
0-6 corresponds to a colonel in the Air Force and Army and to a captain in the Navy. The highest pay 
grades, 0-7 to 0-1 0, correspond to general or flag officer ranks. 
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Table 3-15. Military pay grade of active duty and separated respondents 
ACTIVE DUTY SEPARATED 
Pay grade by branch N % N % 
ARMY 
0-2 0 0 0 0 
0-3 34 32.1 93 79.5 
0-4 49 46.2 9 7.7 
0-5 19 17.9 10 8.6 
0-6 4 3.8 5 4.3 
NAVY 
0-2 0 0 1 1.7 
0-3 45 53.6 49 83.1 
0-4 25 29.8 4 6.8 
0-5 8 9.5 3 5.1 
0-6 6 7.1 2 3.4 
AIR FORCE 
0-2 2 1.3 0 0 
0-3 87 57.2 76 80.9 
0-4 45 29.6 8 8.5 
0-5 13 8.6 8 8.5 
0-6 5 3.3 2 2.1 
ALL 
0-2 2 0.6 1 0.4 
0-3 166 48.5 218 80.7 
0-4 119 34.8 21 7.8 
0-5 40 11.7 21 7.8 
0-6 15 4.4 9 3.3 
Note: Pay grade fro separated respondents is the pay grade at time of separation. N for all active 
duty=343 (Army, 107; Navy, 84; Air Force, 152). N for separated=270 (Army, 117; Navy, 59; Air Force 
94). 
Table 3-16 shows the rank at which separated respondents left active duty 
according to years of service represented by career stage categories. Note that thirty 
percent of those who retired left in pay grade 0-4. 
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Table 3-16. Pay grade at separation by career stage 
CAREER STAGE 
Initial Career Retired 
Pay grade N o/o N o/o N 
0-2 1 0.7 0 0 0 
0-3 138 99.3 80 89.9 0 
0-4 0 0 9 10.1 12 
0-5 0 0 0 0 21 
0-6 0 0 0 0 7 
Note: N=270. "Initial" corresponds to less than five years of active service, "career" 
represents five to 19 years of service, and "retired" corresponds to 20 or more years of 
service. 







Overall, almost two-thirds (60%) of all active duty respondents held regular 
commissions, while the remaining 40% were reserve officers (see Table 3-17). With 
increasing years of service, fewer respondents held reserved commissions (see Table 
16). Among the services, the greatest number of respondents with regular 
commissions were Air Force (62%).(see Table 3-17). 
Among separated respondents, at the time of separation, two-thirds (67%) were 
reserve officers; only 34% regular officers. There was little change in the percentage 
of reservists compared to regular officers when examined by years of service. 
However, among retirees, 83% had regular commissions (see Table 3-18). The 
separated Air Force respondents claimed the greatest percentage (46%) of officers 
with regular commissions (see Table 3-18). 
c A reserve officer holds a commission in the reserves. If he is serving on active duty, he must usually 
retire at 20 years. He may retire with more years of service in the reserves. In contrast, an officer who 
holds a regular commission may retire with up to 30 years of service, depending on rank. A regular officer 
who elects a career is generally more assured of retirement from active duty compared to a reservist. Many 
officers enter active duty with a reserve commission, electing to apply for a regular commission at the point 
a career decision is made. Under the Defense Officers Personnel Management Act ( DOPMA) of 1981, 
after their second promotion reserve officers who so elect may automatically integrate into the regular 
military. 
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Table 3-17. Regular and reserve officers among active duty and separated 
respondents 
BRANCH OF SERVICE 
Army Navy Air Force All 
Respondent Group and 
Commission Source N % N % N % N % 
ACTIVE DUTY 
Regular 61 58.7 47 56.0 94 62.3 202 59.6 
Reserve 43 41.3 37 44.1 57 37.8 137 40.4 
Totals 104 100.0 84 100.1 151 100.1 339 100.0 
SEPARATED 
Regular 30 25.6 17 28.8 43 46.2 90 33.5 
Reserve 87 74.4 42 71.2 50 53.8 179 66.5 
Totals 117 100.0 59 100.0 93 100.0 269 100.0 
Of the 270 separated respondents, 170 (63%) were no longer in the reserves at 
the time the survey was completed. One hundred (37%) were still in the reserves or 
National Guard. One individual (0.4%) was retired from the reserves or National 
Guard. 
Table 3-18. Commission source of active duty and separated respondents 
YEARS OF SERVICE 
ALL 
0-4 5-9 10-14 15-19 >20 
Respondent Group and Years Years Years Years Years 
Commission Source (%) (%) (%) (%} (%} N % 
ACTIVE DUTY 
Regular 28.8 53.3 80.0 89.8 96.9 202 59.6 
Reserve 71 .2 46.7 20.0 10 .2 3.1 137 40.4 
Totals 339 100.0 
SEPARATED 
Regular 20 .3 29.4 29.4 50.0 83.3 90 33.5 
Reserve 79 .7 70 .6 70.6 50.0 16.7 179 66.5 
Totals 269 100.0 
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Raised in Military Family 
Twenty-one of active duty respondents indicated that they were raised in a 
family where one or both parents were active duty military {045). See Table 3-19. 
Of separated respondents, 20% indicated that they had not been raised in a 
military family (045). See Table 3-19. 
Table 3-19. Active duty and separated respondents raised in a military family 
ACTIVE DUlY SEPARATED 
Branch of 
Service N % N % 
ARMY 17 15.9 20 17.1 
NAVY 20 24.1 19 32.2 
AIR FORCE 34 22.7 14 14.9 
ALL 71 20.9 53 19.6 
Note: N for all active duty=340 (Army, 107; Navy, 83; Air Force, 150). N for separated=270 (Army, 117; 
Navy, 59; Air Force 94). 
Summary of Military Background 
Based on frequency of response, the typical active duty respondent, at the time 
of the survey, had served on active duty an average of 9.4 years, in the rank of captain 
(Air Force or Army) or lieutenant {Navy) with a corresponding pay grade of 0-3. He 
had not had prior active military service and had not been raised in a military family. 
At the time of separation, the typical separated respondent had served on active duty 
7.9 years and left as an Air Force or Army captain or Navy lieutenant in pay grade 0-3. 
He had not had military service prior to active duty as an optometrist. He had not been 
raised in a military family. 
Entry on Active Duty. 
General 
How respondents actually entered active military service was assessed by 04 
on the separated survey, and 03 on the active duty survey. A second question, 
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consisting of 22 possible reasons for entering active duty, examined how various 
factors influenced entry (021 on the separated survey, and 023 on the active duty 
survey). 022 on the separated survey, and 024 on the active duty survey attempted to 
determine which of the factors were most important in the decision to enter active duty. 
Active Duty 
Mode of Entry 
The primary mode of entry on active duty for the active duty respondents was 
volunteer/direct commission (63%). The Armed Forces Health Professions 
Scholarship Program (AFHPSP) was the second most common mode (24%). A higher 
percentage of Army respondents entered via AFHPSP (30% versus 23% for Navy and 
21% Air Force). Table 3-20 shows the breakdown. 
Table 3-20. Mode of entry for active duty respondents 
BRANCH OF SERVICE 
Army Navy Air Force All 
Mode of Entry N % N % N % N % 
AFHPSP 32 29.9 19 22.6 32 20.9 83 24.1 
Volunteer/Direct Commission 50 46.7 61 72.6 104 68.0 215 62.5 
Draft 4 3.7 3 3.6 1 0.7 8 2.3 
ROTC 13 12.2 1 1.2 3 2.0 17 4.9 
Other 8 7.5 0 0 13 8.5 21 6.1 
Totals 107 100.0 84 100.0 153 1 Q0.1 344 99.9 
Reasons for Ent~ 
The responses to the entire 20 statements for active duty respondents are 
located in Table A-1, in Appendix A 
When responses of to "very great extent" and to "great extent" are collapsed, the 
five most frequently cited reasons for entering military service for active duty 
respondents were to gain clinical experience (65%), to work in different geographic 
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locations (52%), to practice in a multidisciplinary setting (46%), to serve the United 
States (30%), and time available to spend with family (28%). 
The five reasons for entry cited least often ("little or no extent") by the active duty 
respondents were active duty spouse (96%), ROTC obligation (92%), presence of the 
draft (84%), family tradition (76%), and no better practice opportunities available 
(75%). 
Most Important Beason For Entry 
The five reasons cited most frequently as most important to the active duty 
respondents were financial support (18%), to gain clinical experience (17%), to work 
in different geographic locations (13%), presence of the draft (7%), and ROTC 
obligation (6%) (which was tied with to practice in a multidisciplinary setting at 6%). 
Most important reasons for entry which were cited by the active duty respondents are 
listed in Table A-2, in Appendix A. 
Separated 
Mode of Entry 
The separated respondents entered active duty primarily through AEHPSP 
(63%). Those who entered as direct accessions (volunteer/direct commissions) 
accounted for 28%. Complete data are found in Table 3-21. 
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Table 3-21. Mode of entry for separated respondents 
BRANCH OF SERVICE 
Army Navy Air Force All 
Mode of Entry N % N % N 0/o N o/o 
AFHPSP 76 65.0 41 69.5 52 55.3 169 62.6 
Volunteer/Direct Commission 32 27.4 17 28.8 27 28.7 76 28.1 
Draft 1 0.9 0 0 2 2.1 3 1.1 
ROTC 4 3.4 0 0 3 3.2 7 2.6 
Other 4 3.4 1 1.7 10 10.6 15 5.6 
Totals 117 100.1 59 100.0 94 99.9 270 100.0 
Reasons for Entry 
The responses to the entire 20 statements for separated respondents are found 
in Table A-3, in Appendix A. 
When the responses to a "very great extent" and to a "great extent" are 
collapsed, the five most frequently cited entry reasons for separated respondents were 
financial support (64%), to gain clinical experience (63%), to work in different 
geographic locations (47%), to practice in a multidisciplinary setting (35%), and to 
serve the United States (33%). 
The five least frequently cited according to the separated respondents were 
active duty spouse (97%), ROTC commitment (92%), to acquire additional academic 
degrees (83%), family tradition (79%), and to continue military career (74%). 
Most Important Reason for Entry 
The most important reason for entering active duty, cited by over half the 
separated respondents, was financial support (56%). Other frequently cited reasons 
were: to gain clinical experience (9%), presence of the draft (8%), to work in a different 
geographic location (5%), and ROTC obligation (3%). Most important reasons for 




Mode of entry was examined for the entire group of respondents, i.e., data 
combined from the active duty and the separated respondents. The mode of entry was 
analyzed according to whether the respondent left active duty or remained. Only data 
for respondents entering active duty prior to 1985 were analyzed to eliminate bias 
introduced by discontinuation of AFHPSP in 1980 (with last graduates entering in 
1984}. Of interest is the fact that 67% of all respondents who entered active duty by 
way of AFHPSP left active duty, whereas 45% of respondents who entered as direct 
accessions left active duty. The data are presented in Table 3-22. 
Table 3-22. Mode of entry for all respondents entering prior to 1985 
STAY LEAVE TOTALS 
Mode of Entry N % N % N % 
AFHPSP 81 32.4 169 67.6 250 100.0 
Volunteer/Direct Commission 85 55.2 69 44.8 154 100.0 
Draft 8 72.7 3 27.3 11 100.0 
ROTC 8 57.1 6 42.9 14 100.0 
Other 21 60.0 14 40.0 35 100.0 
Totals 203 43.8 261 56.3 464 100.0 
Summary of Entry on Active Duty 
Based on frequency of response, the typical active duty respondent entered 
active duty as a direct accession. He generally cited a desire to gain clinical 
experience, work in different geographic locations, and receive financial support for 
his optometric education. The most frequently cited reasons for entry were financial 
support and to gain clinical experience. Based on frequency of response, the typical 
separated respondent entered active duty as a AFHPSP recipient. Financial support 
for his optometric education was the most frequently cited reason for entry, as well as 




Intention was addressed by several questions on the active duty survey. 013 
addressed initial intention to pursue a career, 014 feeling of career officer status at 
present, and 022, how many years of service intended. 018 assessed whether the 
respondent had been involved in a job search within the past 12 months. The 
separated survey addressed intention for a career at the time of initial entry on active 
duty (017) and length of time intended to serve on active duty (018). 
Active duty respondents 
Most active duty respondents (39%) indicated that they were undecided about 
pursuing a military career. Thirty percent "probably" or "definitely" intended to pursue 
a career, while 30% "probably" or "definitely" did not. Complete data are found in 
Table 3-23. 
Collapsing the "definitely" and "probably" responses, most respondents from 
each branch indicated that they considered themselves career officers: Army, 67%, 
Navy, 59%, and Air Force, 63% (see Table 3-23). 
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Table 3-23. Career intentions of active duty respondents 
BRANCH OF SERVICE 
Army Navy Air Force All 
N % N % N % N 
013. Career at entry? 
Definitely yes 15 14.0 13 15.5 13 8.5 41 
Probably yes 16 15.0 19 22.6 31 20.3 66 
Uncertain 39 36.5 31 36.9 63 41.2 133 
Probably no 29 27.1 13 15.5 39 25.5 81 
Definitely no 8 7.5 8 9.5 7 4.6 23 
014 Career officer now? 
Definitely yes 58 54.2 35 41.7 58 37.9 151 
Probably yes 14 13.1 15 17.9 39 25.5 68 
Undecided 12 11.2 11 13.1 25 16.3 48 
Probably no 16 15.0 13 15.5 20 13.1 49 
Definitely no 7 6.5 10 11.9 11 7.2 28 
Note: Total H for 013 and 014 is 344. 
As can be seen in from Table 3-24, the percentage of those respondents 














Table 3-24. Career intentions of active duty respondents, by years of service 
YEARS OF SERVICE 
0-4 5-9 10-14 15-19 >20 
Years Years Years Years Years 
(%) (%) (%) (%) (%) 
013. Career at entry? 
Definitely yes 6.8 15.6 17.9 11.9 12.1 
Probably yes 28.0 14.3 12.5 17.0 15.2 
Uncertain 44.1 46.8 28.6 27.1 36.4 
Probably no 17.8 20.8 28.6 35.6 21.2 
Definitely no 3.4 2.6 12.5 8.5 15.2 
014 Career officer now? 
Definitely yes 5.9 28.6 64.3 88.1 100.0 
Probably yes 21.2 37.7 17.9 6.8 0 
Undecided 28.0 15.6 5.4 0 0 
Probably no 31.4 6.5 10.7 1.7 0 
Definitely no 13.6 11.7 1.8 3.4 0 
Note: Total N for 013 and 014 Is 344. 
Of the active duty respondents, the greatest number (31 %) intended to leave at 
20 years. Thirty-four percent planned retirement at greater than 20 years. Twenty-one 
percent did not plan to retire. The remainder, 14%, were unsure. A breakdown by 
service can be seen in Table 3-25. 
Table 3-25. Years of service intended by active duty respondents 
BRANCH OF SERVICE 
Anny Navy Air Force All 
Years of service intended N % N % N % N % 
20 years 26 24.3 21 25.0 58 37.9 105 30.5 
20 to 23 years 22 20.6 13 15.5 20 13.1 55 16.0 
23 to 26 years 9 8.4 7 8.3 12 7.8 28 8.1 
26 to 30 years 13 12.2 5 6.0 3 2.0 21 6.1 
30 or 30+ years 4 3.7 6 7.1 4 2.6 14 4.1 
Undecided or unsure 16 15.0 13 15.5 20 13.1 49 14.2 
No plan to retire 17 15.9 19 22.6 36 23.5 72 20.9 
Note: N=344. 
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Only active duty respondents were asked whether they had conducted a job 
search in the past 12 months (018). A majority of these respondents (63%) had not 
looked for a civilian practice or employment opportunity in the 12 months prior to the 
survey. See Tables 3-26 and 3-27 for complete data. 
Table 3-26. Job search by active duty respondents 
BRANCH OF SERVICE 
Army Navy Air Force All 
Job search past 12 months N % N % N % N % 
Yes 42 39.3 33 39.3 52 34.0 127 36.9 
No 65 60.8 51 60.7 101 66.0 217 63.1 
Note: Total N=344. 
Table 3-27. Job search by active duty respondents, by years of service 
YEARS OF SERVICE 
0-4 5-9 10-14 15-19 ::::20 
Yeaffi Yearn Yeaffi Yearn Yearn 
Job search past 12 months _...,~(..;.;%.._) _ .....~(..;.;%.._) _ ..... (..,;,;%.) __ .... (~%.,) ___ (.~....;,%.)_ 
Yes 
No 












Forty-four percent of the respondents "probably" or "definitely" did not intend to 
pursue a career in the military at the time of entry; 22% "probably" or "definitely" did 
(see Table 3-28). When split by branch, the Army and Navy had the highest 
percentage who probably or definitely did not intend a career (48%); the Air Force 
percentage was 39% (see Table 3-28). 
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Table 3-28. Career intentions of separated respondents 
BRANCH OF SERVICE 
Army Navy Air Force All 
017 Career at entry? N % N % N % N % 
Definitely yes 8 6.9 1 1.7 6 6.4 15 5.6 
Probably yes 22 19.0 7 12.1 14 14.9 43 16.0 
Uncertain 31 26.7 22 37.9 38 40.4 91 34.0 
Probably no 38 32.8 21 36.2 28 29.8 87 32.5 
Definitely no 17 14.7 7 12.1 8 8.5 32 11.9 
Totals 116 100.1 58 100.0 94 100.0 268 100.0 
Nearly half (48%) of all separated respondents stated that their original 
intention was to leave after completion of their initial obligation. About one-third 
reported that they were unsure or undecided when they entered active what their 
career intention was. Only 17% of all respondents reported that they intended to retire 
from active duty. See Table 3-29 for presentation of complete data. 
Table 3-29. Length of service intended by separated respondents 
BRANCH OF SERVICE 
Army Navy Air Force All 
Length of service intended N % N % N % N 0/o 
After initial obligation 53 46.1 32 55.2 42 45.2 127 47.7 
Prior to retirement 3 2.6 3 5.2 3 3.2 9 3.4 
Retirement at 20 years 9 7.8 4 6.9 9 9.7 22 8.3 
Retirement 20 to 30 years 11 9.6 2 3.5 9 9.7 22 8.3 
Unsure or undecided 38 33.0 17 29.3 29 31.2 84 31.6 
Other 1 0.9 0 0 1 1.1 2 0.8 
Totals 115 100.0 58 100.1 93 100.1 266 100.1 
Summary of Intentions 
Based on frequency of response, the typical active duty respondent was 
undecided about his career intention upon entry to active duty. However, at the time of 
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the survey, he considered himself a career officer. As a junior officer, he was less 
likely to consider himself "career," but with increasing years of service, he was more 
likely to be career motivated. The typical respondent intended to retire at 20 years. He 
had not engaged in a job search. Based on frequency of response, the typical 




Satisfaction was assessed in several questions on both questionnaires. Both 
the active duty survey and the separated survey had a scale consisting of 14 Likert-
type questions which assessed satisfaction with specific aspects of the military and 
military service (028 on the active duty survey and 025 on the separated survey). 
Specific satisfaction questions are discussed in the subsequent section. An 
assessment of overall satisfaction was made on both surveys {029 on the active 
survey and 026 on the separated survey). Other questions assessed overall 
satisfaction indirectly (030 to 034 on the active duty survey and 027 to 031 on the 
separated survey). 
Active Duty 
Overall satisfaction with military service as an optometrist by the active 
respondents was apparently high. By collapsing the ''very satisfied" and "satisfied" 
categories, 84% of respondents professed satisfaction. When examined by branch of 
service, the Navy percentage of very satisfied or satisfied respondents was lower --
45% -- compared to the Army (87%), and the Air Force (86%). Table 3-30 highlights 
these statistics. 
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Table 3-30. Overall satisfaction, active duty respondents 
BRANCH OF SERVICE 
Army Navy Air Force All 
Overall satisfaction N % N % N % N % 
Very satisfied 42 39.6 38 45.2 43 28.1 123 35.9 
Somewhat satisfied 50 47.2 25 29.8 89 58.2 164 47.8 
Neutral 7 6.6 6 7.1 10 6.5 23 6.7 
Somewhat dissatisfied 7 6.6 10 11.9 7 4.6 24 7.0 
Very dissatisfied 0 0 5 6.0 4 2.6 9 2.6 
Totals 106 100.0 84 100.0 153 100.0 343 100.0 
As a place to gain clinical experience, a large percentage, 96%, rated the 
military a very good or good place. Most respondents rated their branch of service as 
a good to very good place to gain clinical experience (Army and Navy, 95%; Air Force, 
96%). See Table 3-31 for compiled results. 
Table 3-31. Military as place to gain clinical experience, active duty respondents 
BRANCH OF SERVICE 
Army Navy Air Force All 
Military as place to gain clinical 
experience N % N % N % N % 
Very good place 65 61.3 54 64.3 96 62.8 215 62.7 
Good place 36 34.0 26 31.0 51 33.3 113 33.0 
Fair place 5 4.7 4 4.8 6 3.9 15 4.4 
Poor place 0 0 0 0 0 0 0 0 
Very poor place 0 0 0 0 0 0 0 0 
Totals 106 100.0 84 100.1 153 100.0 343 100.1 
Fewer respondents cited the military as a good choice for a 20-year career 
(031 ); 40% indicated that it was a poor or very poor choice (see Table 3-32). Almost 
as many-- 35% --characterized the military as a fair choice. 
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Table 3-32. Military as a 20-year career, active duty respondents 
BRANCH OF SERVICE 
Army Navy Air Force All 
Miitary as a 20-year career N % N % N % N % 
Very good place 5 4.8 4 4.8 4 2.7 13 3.8 
Good place 24 22.9 11 13.1 37 24.7 72 21.2 
Fair place 27 25.7 22 26.2 71 47.3 120 35.4 
Poor place 31 29.5 29 34.5 27 18.0 87 25.7 
Very poor place 18 17.1 18 21.4 11 7.3 47 13.9 
Totals 105 100.0 84 100.0 150 100.0 339 100.0 
Seventy-three percent of respondents indicated that they would join the military 
again (033). Complete figures are displayed in Table 3-33. 
Table 3-33. Joining the military again, active duty respondents 
BRANCH OF SERVICE 
Army Navy Air Force All 
Join the military again N % N % N % N % 
Definitely join 33 31.1 25 29.8 41 27.0 99 29.0 
Probably join 47 44.3 28 33.3 77 50.7 152 44.4 
Undecided or unsure 3 2.8 4 4.8 9 5.9 16 4.7 
Probably would not join 14 13.2 16 19.1 19 12.5 49 14.3 
Definitely not join 9 8.5 11 13.1 6 4.0 26 7.6 
Totals 106 99.9 84 100.1 152 100.1 342 100.0 
Most respondents -- 70% -- would "probably" or "definitely" support an 
optometric colleague's decision to join their branch of service. Only 53% of Navy 
respondents indicated that they would endorse such a decision, while 60% of Army 
sample and 84% of Air Force sample indicated agreement. Complete information is 
found in Table 3-34. 
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Table 3-34. Support colleague's decision to join military, active duty respondents 
BRANCH OF SERVICE 
Army Navy Air Force All 
Support colleague's decision 
to join N % N % N % N % 
Definitely yes 30 28.6 22 26.2 60 39.2 112 32.8 
Probably yes 33 31.4 24 28.6 69 45.1 126 36.8 
Maybe 19 18.1 19 22.6 17 11.1 55 16.1 
Probably no 17 16.2 9 10.7 3 2 .0 29 8.5 
Definitely no 6 5.7 10 11.9 4 2.6 20 5.9 
Totals 105 100.0 84 100.0 153 100.0 342 100.1 
032 assessed to what extent a respondent's military career had been as 
expected. Of the total sample, nearly 53% stated that their career was to a "very great" 
or "great extent" as expected. See Table 3-35 for complete results. 
Table 3-35. Military optometric career as expected, active duty respondents 
BRANCH OF SERVICE 
Army Navy Air Force All 
MiHtary optometric career as 
expected N % N % N % N 0/o 
Very great extent 10 9.4 11 13.1 10 6.6 31 9.1 
Great extent 51 48.1 34 40.5 65 42.8 150 43.9 
Moderate extent 32 30.2 24 28.6 59 38.8 115 33.6 
Small extent 11 10.4 9 10.7 12 7 .9 32 9.4 
Not at all 2 1.9 6 7 .1 6 4.0 14 4.1 
Totals 106 100.0 84 100.0 152 100.1 342 100.1 
Separated 
A majority of separated respondents were also satisfied with their military 
optometric experience (026); 85% were "satisfied" or "very satisfied." High 
percentages of respondents from each branch indicated that they were "satisfied" or 
52 
"very satisfied": Navy, 85%, Army, 86%, and Air Force, 88%. Results are compiled in 
Table 3-36. 
Table 3-36. Overall satisfaction, separated respondents 
BRANCH OF SERVICE 
Army Navy Air Force All 
Overall satisfaction N % N % N % N % 
Very satisfied 45 38.5 21 35.6 31 33.0 97 35.9 
Somewhat satisfied 56 47.9 29 49.2 47 50.0 132 48.9 
Neutral 3 2.6 3 5.1 5 5.3 11 4.1 
Somewhat dissatisfied 8 6.8 4 6.8 10 10.6 22 8.2 
Very dissatisfied 5 4.3 2 3.4 1 1.1 8 3.0 
Totals 117 100.1 59 . 100.1 94 100.0 270 100.1 
As a place for gaining clinical experience (027), the separated optometrists, like 
their active counterparts, regarded the military positively: 96% judged the military as a 
very good place or good place to gain clinical experience. Results are arrayed in 
Table 3-37. 
Table 3-37. Military as place to gain clinical experience, separated respondents 
BRANCH OF SERVICE 
Army Navy Air Force All 
Miitaty as place to gain cOnical 
experience N % N % N % N % 
Very good place 72 61.5 39 67.2 51 54.3 162 60.2 
Good place 39 33.3 19 32.8 37 39.4 95 35.3 
Fair place 5 4.3 0 0 6 6.4 11 4.1 
Poor place 1 0.9 0 0 0 0 1 0.4 
Very poor place 0 0 0 0 0 0 0 0 
Totals 117 100.0 58 100.0 94 100.1 269 100.0 
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As a choice for a 20-year career (028), the separated optometrists most 
frequently (44%) rated the military as a "fair place." Twenty-six percent indicated that 
the military was a ''very good" or "good place" while 30 o/o indicated that it was a "poor" 
or "very poor place" (see Table 3-38). 
Table 3-38. Military as a 20-year career, separated respondents 
BRANCH OF SERVICE 
Army Navy Air Force All 
Military as a 20-year career N % N % N % N % 
Very good place 7 6.0 2 3.4 7 7.5 16 6 .0 
Good place 20 17.2 14 23.7 20 21.5 54 20.2 
Fair place 51 44.0 27 45.8 39 41.9 117 43.7 
Poor place 24 20.7 12 20.4 20 21.5 56 20.9 
Very poor place 14 12.1 4 6.8 7 7.5 25 9.3 
Totals 116 100.0 59 100.1 93 99.9 268 100.1 
Seventy-seven percent of all the separated respondents said the "definitely" or 
"probably" would join the military again (030) (see Table 3-39). 
Table 3-39. Joining the military again, separated respondents 
BRANCH OF SERVICE 
Army Navy Air Force All 
Join the military again N % N % N % N % 
Definitely join 45 38.8 21 35.6 30 31.9 96 35.7 
Probably join 44 37.9 26 44.1 40 42.6 110 40.9 
Undecided or unsure 2 1. 7 4 6.8 5 5.3 11 4.1 
Probably would not join 10 8.6 2 3.4 14 14.9 26 9.7 
Definitely not join 15 12.9 6 10.2 5 5.3 26 9.7 
Totals 116 99.9 59 100.1 94 100.0 269 100.1 
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Most separated respondents supported a colleague's decision to join the 
service (Q31 ): 78% responded "definitely" or "probably" yes. Results can be seen in 
Table 3-40. 
Table 3-40. Support colleague's decision to join military, separated respondents 
BRANCH OF SERVICE 
Army Navy Air Force All 
Support colleague's decision 
to join N % N % N % N % 
Definitely yes 33 28.5 21 35.6 43 45.8 97 36.1 
Probably yes 52 44.8 26 44.1 34 36.2 112 41.6 
Maybe 16 13.8 7 11.9 8 8.5 31 11.5 
Probably no 10 8.6 3 5.1 6 6.4 1.9 7 .1 
Definitely no 5 4.3 2 3.4 3 3.2 10 3.7 
Totals 116 100.0 59 100.1 94 100.1 269 100.0 
029 assessed to what extent the separated respondent's career was as 
expected. Fifty-seven percent indicated their was career a "great" or "very great" 
extent as expected. Of interest, when the data is examined by branch, is that while 
more than 50% of Air Force and Navy respondents indicated that their careers had 
been to a very great or great extent as expected, only 23% of Army respondents 
responded similarly. See complete results in Table 3-41. 
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Table 3-41. Military optometric career as expected, separated respondents 
BRANCH OF SERVICE 
Army Navy Air Force All 
Military optometric career as 
expected N % N % N % N % 
Very great extent 7 6.0 3 5.1 11 11.8 25 9.3 
Great extent 20 17.2 29 49.2 41 44.1 128 47.6 
Moderate extent 51 44.0 23 39.0 30 32.3 87 32.3 
Small extent 24 20.7 3 5.1 6 6.5 17 6.3 
Not at all 14 12.1 1 1.7 5 5.4 12 4.5 
Totals 116 100.0 59 100. 1 93 100.1 269 100.0 
Summary of General Satisfaction 
Based on frequency of response, the typical active duty respondent was 
satisfied with military service. He cited it as a very good or good place to gain clinical 
experience, a fair place for a 20 year career, and would definitely or probably join the 
military again. He would also support a colleague's decision to join the military. To a 
very great or great extent, his military career was as expected. Based on frequency of 
response, the typical separated respondent was satisfied or very satisfied with his 
military service. He cited the military as a very good place to gain clinical experience, 
a fair place for a 20-year career, and would definitely or probably join the military 
again. He would support a colleague's decision to join the military. His career was to 
a great or very great extent as expected. 
Specific Satisfactions 
General 
Table A-4, in Appendix A, summarizes active duty respondent satisfaction with 
various aspects of the military and military optometry (028-1 to 028-14). Table A-5, in 
Appendix A, summarizes the same questions for separated respondents (025-1 to 
025-14). In displaying data in these t~bles a five-point Likert type ordinal scale was 
used. In the tables (39, 41, and 42) which follow, response categories were collapsed. 
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Active Duty 
Two aspects of military service were cited as dissatisfiers by more than 50% the 
active duty respondents: pay (028-1) and promotion opportunity (028-6). 
Sixty-nine percent of all respondents were "dissatisfied" or "very dissatisfied" 
with pay. No respondents were very satisfied with pay and only 15% of respondents 
indicated that they were "very satisfied" or "satisfied" with pay. The percentages of 
respondents in each branch of service who were dissatisfied or very dissatisfied with 
pay were: Army, 74%, Navy, 63%, and Air Force, 70% (see Table 3-39). 
Two-thirds (67%) of respondents were "dissatisfied" or "very dissatisfied" with 
promotion. A majority of respondents from the three services were dissatisfied with 
promotion: the Navy had the largest percentage (80%), while the Army and Air Force 
percentages were lower, at 64% and 62% respectively. 
Although the overall response rate expressing dissatisfaction for stature of 
optometry (028-5) was less than 50% for the entire sample of respondents (42%), a 
greater percentage of Army respondents (63%) than Navy (41 %) or Air Force (27%) 
expressed dissatisfaction. 
Table 3-42. Five aspects most frequently cited as dissatisfiers, active duty 
respondents 
BRANCH OF SERVICE 
Army Navy Air Force 
Aspects of military service N % N % N % N 
028-1 Pay 79 73.8 53 63.1 107 70.1 239 
028-5 Stature of optometry 67 63.2 34 40.5 41 27.2 142 
028-6 Promotion opportunity 67 63.8 66 79.5 93 61.6 126 
028-1 0 Professional recognition 23 21.7 21 25.0 18 11.9 62 








Note: Percentages represent collapsed data from "dissatisfied" or "very dissatisfied" responses. 
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Table 3-43 demonstrates changes in dissatisfiers over time. Figure 3-3 
graphically depicts the trends for pay and promotion. Respondents appear to become 
slightly less dissatisfied with pay with greater length of service. There is apparently 
increasing dissatisfaction with stature of optometry which peaks at 1 0 to 14 years. 
Promotion opportunity is cited as a dissatisfier more frequently by those in mid-career 
than by those on their initial tour or those who are retirement eligible (20 or more years 
of service). 
Table 3-43. Five aspects most frequently cited as dissatisfiers by years of service, 
active duty 
YEARS OF SERVICE 
0-4 5-9 10-14 15-19 >20 
Years Years Years Years Years 
Aspects of military service {%} {%} {%} {%} {%} N 
028-1 Pay 72.0 71.4 71.4 64.4 60.6 343 
028-5 Stature of optometry 36.4 38.2 58.9 42.4 35.5 340 
028-6 Promotion opportunity 55.2 77.6 75.9 72.9 57.6 338 
028-10 Professional recognition 16.2 17.3 19.6 17.0 27.3 340 
028-12 Job security 17.8 29.3 44.6 22.0 9.1 341 
Note: Percentages indicate agreement responses (•1" or "2" on a 7-point Likert-type scale). 
Of the 14 aspects of military service, 11 were cited by 50% or more of the 
respondents as satisfiers (satisfied or very satisfied). These satisfiers are shown in 
Table 3-44. 
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Note: Represents percentage of active duty respondents who indicated that they were "dissatisfied" 
or "very dissatisfied." 
Table 3-44. Aspects of military service most frequently cited as satisfiers, active duty 
respondents 
Aspects of military service 
028-13 Responsibility 
028-3 Location of assignment 
028-14 Control of patient care 
028-9 Freedom/autonomy 
028-8 Variety of work 
028-7 Physical surroundings 
028-4 Professional development opportunities 
028-2 Non-pay benefits 
028-11 Military lifestyle 
028-1 0 Professional recognition 


























Note: Percentages represent collapsed data from "satisfied" or "very satisfied" responses. 
A single factor factorial analysis of variance (ANOVA) was performed on the 
data from the satisfaction variables on the active duty survey. Analysis was performed 
both by branch of service and by years of service. Years of service were categorized 
into career stages-- initial (less than five years service), career (five to 19 years), and 
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retirement eligible (20 or more years). Post hoc comparisons were performed using 
Fisher's Least Significant Difference (LSD) test. 
Significance (a<.05) was achieved for four variables: stature of optometry in the 
military, promotion opportunity, job security, and amount of responsibility. All three 
contrasts (Army X Navy, Navy X Air Force, and Army X Air Force) were significant for 
stature of optometry in the military. The Air Force respondents appeared to be most 
satisfied with stature and Army respondents least satisfied, while the Navy fell in 
between. For promotion, the Navy X Air Force comparison was significant, suggesting 
that the Navy respondents were more dissatisfied that those in the Air Force. The job 
security variable was significant for the the Army X Air Force and the Air Force X Navy 
contrasts. The Air Force respondents expressed more agreement that they had job 
security, the Army and Navy less agreement. The amount of responsibility was also 
significant between the Army and Navy, suggesting that the Army was most in 
agreement and the Navy least. Means, standard deviations and F-tests are 
summarized in Table A-7, in Appendix A. 
There were three differences which were significant (a<.05) among the three 
career stages: promotion, military lifestyle, job security. The post hoc comparison of 
promotion was significant for all comparisons, suggesting that the career respondents 
were most dissatisfied with promotion, the initial respondents intermediate, and the 
retirement eligible respondents least dissatisfied. The comparisons of initial X career 
and initial X retirement eligible groups were significant on Fisher's LSD test, 
suggesting that initial and career respondents were less satisfied than the retirement 
eligible respondents. All three comparisons were significant for the job security 
variable. The retirement eligible respondents appeared most satisfied with job 
security, the career respondents least satisfied, and the initial respondents 




At least 50% of the separated respondents cited being dissatisfied or very 
dissatisfied with pay (025-1 ), stature of optometry (025-5), and promotion opportunity 
(025-6). The five most frequently cited dissatisfiers can be seen in Table 3-45 (see 
also Table A-6, Appendix A). 
Table 3-45. Five aspects most frequently cited as dissatisfiers, separated respondents 
BRANCH OF SERVICE 
Army Navy Air Force All 
Aspects of military service N % N 0/o N % N % 
025-1 Pay 55 47.7 27 45.8 52 55.3 134 49.8 
025-5 Stature of optometry 76 65.0 35 59 .3 41 43.6 152 56.3 
025-6 Promotion opportunity 90 76.9 35 59.3 67 71.3 192 71 .2 
025-9 Freedom/autonomy 35 29.9 17 28.8 27 29.0 79 29.3 
025-1 0 Professional recognition 53 45.3 22 37.3 30 31.9 105 38.9 
Note: Percentages represent collapsed data from •dissatisfied" or "very dissatisfied" responses. 
Table 3-46 demonstrates changing response rates over time to the most 
frequently cited dissatisfiers among separated respondents. Figure 3-4 depicts the 
trends for pay and promotion. Response frequencies essentially decline for pay and 
professional recognition. Responses citing promotion opportunity as a dissatisfier 
increase with an apparent peak at 10 to 14 years. 
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Table 3-46. Five aspects most frequently cited as dissatisfiers by years of service, 
separated respondents 
YEARS OF SERVICE 
0·4 S-9 10-14 15-19 >20 
Years Years Years Years Years 
Aspects of Military Service 
'%} l%l (%} l%} (%} 
025-1 Pay 57.6 44.8 29.4 25.0 42.8 
025-5 Stature of optometry 56.8 61.8 47.1 75.0 47.6 
025·8 Promotion opportunity 69.8 75.0 82.4 25.0 69.9 
025·9 FreedonVautonomy 33.3 30.9 29.4 0 16.7 
025-10 Professional recognition 41.7 48.5 23.5 25.0 21.4 
Note: Percentages represent collapsed data frorn "dissatisfied•• or "Very dissatisfied" response&. 



















04 5~9 10·14 15-19 ~20 









Note: Represents p6roentage of aotive duty respondents who indicated that they were "dissati&fled(' 
or •very dissatisfied." Only four separated respondents had 15·19 years of service. 
Nearly three·quarters (71 6/o) of the separated respondents cited dissatisfaction 
with promotion opportunity. The Navy respondents had the fewest dissatisfaction 
responses (59°/o). See Table 3-45 for complete data. 
Fifty-six percent of respondents expressed dissatisfaction with the stature of 
optometry in the military. The greatest frequency of response among the branahes of 
service expressing dissatisfaction was the Army at 65%; the Navy response was 69% 
and the Air Force response, 44%. 
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Half (50%) of the entire sample of respondents cited dissatisfaction with pay. 
When analyzed by service, the Air Force more frequently (55%) expressed 
dissatisfaction. The Navy and Army response frequencies were 46% and 48%, 
respectively. 
A single factor factorial ANOVA was performed on the data from the separated 
satisfaction variables. As with the active duty data, analysis was performed both by 
branch of service and by career stages. 
When branch of service was analyzed, three variables reached a .05 level of 
significance: stature of optometry in the military, professional recognition, and job 
security. The Army X Air Force post hoc comparison was significant on the stature of 
optometry in the military. The Air Force respondents tended to be less dissatisfied with 
stature than the Army respondents. The Army X Air Force comparison of professional 
recognition was significant; the Air Force respondents again appeared less 
dissatisfied. Finally, the job security variable was significant for Army X Air Force and 
the Army X Navy. Again, the Air Force respondents seemed to be more in agreement 
that they had job security, the Army less in agreement, and the Navy, intermediate. 
These results are summarized in Table A-9. 
Statistically significant (a=.05) differences among career stages were found for 
eight variables: pay, professional development, professional freedom, professional 
recognition, military lifestyle, job security, amount of responsibility, and degree over 
control of patient care . The post hoc comparison of pay was significant for the initial X 
career comparison and the initial X retired comparison, suggesting that the 
respondents on their initial tour were least satisfied with pay. The initial X retired 
comparison was significant, revealing that those in their earliest years of service may 
be least satisfied with professional development opportunities than those who have 
completed a career. Professional freedom was significant for the initial versus retired 
and career versus retired comparisons, suggesting that the initial and career groups 
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were less satisfied with professional freedom than those who retired. Professional 
recognition, military lifestyle, job security, amount of responsibility, and degree over 
control of patient care were all significant for these same two groups, again suggesting 
less satisfaction for these variables among initial and career respondents compared to 
retirees (see Table A-1 0, Appendix A). 
Combined 
Figure 3-5 summarizes the responses from active duty and separated 
respondents on the 14 specific satisfaction variables. 
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Figure 3-5. Comparison of specific satisfiers, active duty versus separated 
SEPARATED ACTIVE DUTY 
PAY 
BENEFITS 












Note: Figures are percentages of respondents indicating they were "very satisfied" or "satisfied." 
Commitment 
General 
Several questions assessed active duty and separated respondents 
commitment. These questions included 020-1 through 020-6 and 020-14 on the 
separated survey and 027-1 through 027-6 and 020-14 on the active duty survey. 
The respondents indicated their response on a seven-point Likert-type scale which 
ranged from "strongly agree" ("1 ") to "strongly disagree" ("7"). 
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Active Duty 
In general, active duty respondents were in agreement ("1" or "2" on seven-
point Likert scale) with the statement that they were committed to the military: 59% of 
all respondents agreed or strongly agreed that they were committed to the military. A 
majority of the active duty sample agreed ("1" or 2") with the statements that they were 
strongly committed to their work group (83%) and to their immediate organization 
(72%). A small percentage (21 %) looked forward to leaving the military. In contrast, 
only 22% agreed or strongly agreed with the statement that they thought of themselves 
as a military officer who happened to be an optometrist. A majority (53%), however, 
thought of themselves as an optometrist who happened to be a military officer. Most 
respondents (85%) agreed or strongly agreed with the statement that they were 
committed to the profession of optometry. Results are summarized in Table 3-47. 
Table 3-47. Agreement with commitment statements, active duty respondents 
BRANCH OF SERVICE 
Air 
All Army Navy Force 
Statements (%) (%) (%) (%) N 
20-1 Military officer as optometrist 22.3 27.4 19.5 20.3 341 
20-2 Optometrist as military officer 52.6 59.8 53.7 47.1 342 
20-3 Committed to work group 83.0 84.9 81.9 82.2 341 
20-4 Committed to immediate organization 71.9 71.7 76.2 69.7 342 
20-5 Committed to optometry profession 84.5 88.8 83.1 82.4 343 
20-6 Committed to mititary 58.9 58.9 60.7 57.9 343 
20-14 Look forward to leaving mifitary 21.0 19.4 26.2 19.2 338 
Note: Percentages indicate agreement responses (1 or 2 on a 7-point Likert-type scale). 
When the active duty commitment data are examined by years of service, two 
trends are apparent: 1) Increasing numbers of respondents cited agreement with the 
statement that they are looking forward to leaving the military, those with 20 or more 
years of service expressing the greatest agreement (31 %) compared to 15% of those 
with four years or less (see Table 3-48); 2) Increasing number of respondents agreed 
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that they were committed to the military as years of service increases, with 47% of 
those with four years or fewer expressing agreement, while 76% of those with 20 years 
or more expressing agreement (see Table 3-48). 
Table 3-48. Agreement with commitment statements by years of service, active duty 
respondents 
YEARS OF SERVICE 
0-4 5-9 10-14 15-19 >20 
Years Years Years Years Years 
Statements {%} {%} {%} (%} (%} N 
20-1 Military officer as optometrist 9.4 25.0 23.2 32.2 40.6 341 
20-2 Optometrist as military officer 59.8 55.3 37.5 50.9 51.5 342 
20-3 Committed to work group 80 .3 84.0 78.6 86.4 90.1 341 
20-4 Committed to immediate organization 71.2 66.7 64.3 78.0 87.9 342 
20-5 Committed to optometry profession 89.8 88.3 78.2 81.4 75 .8 343 
20-6 Committed to military 46.6 65.8 58.9 64.4 75.8 343 
20-14 Look forward to leaving military 14.5 13.3 23.6 36.2 31.3 338 
Note: Percentages Indicate agreement responses (1 or 2 on a 7-point Likert scale). 
A one-way factorial ANOVA was performed in order to examine the commitment 
variables on the active duty survey. Analysis was performed both by branch of service 
and career stages: initial (less than five years service), career (five to 19 years), and 
retirement eligible (20 or more years). 
No significant (a<.05) differences were found among the three services for the 
seven commitment variables (see Table A-11, Appendix A). Significant differences 
(a=.05) were found among career stages for military officer who happens to be an 
optometrist, commitment to the military, and looking forward to leaving the military (see 
Table A-11 ). Post hoc, the initial X career comparison and the initial X retirement 
eligible comparison reached significance at p<.05. These findings suggest that those 
on their initial tour view themselves less as military officers than those more senior. 
Similarly, when post hoc testing was performed on the responses to the commitment 
variable, the initial X the career, and the initial X the retirement-eligible contrasts were 
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significant. This finding suggests that the initial respondents agreed "less strongly" 
with the statement about being committed to the military than the career group or 
retirement eligible group. The initial X career contrast was significant on the statement 
about leaving the military. This finding suggests that the respondents on their initial 
tour agree "more strongly" than the career group that they look forward to leaving the 
military. 
Separated 
A majority of the separated respondents, during their last active duty 
assignment, "agreed" or "strongly agreed" that they were committed to their work group 
(76%), committed to their immediate organization (60%), and committed to the 
optometry profession (82%). A majority (73%) also agreed that they thought of 
themselves as optometrists who happened to be military officers. A small percentage 
viewed themselves as military officers who happened to be optometrists (1 0%). About 
one-third {35%) looked forward to leaving the military. In contrast to the active duty 
sample, only about one-third agreed or strongly agreed with the statement that they 
were committed to the military prior to their separation. Results are arrayed in Table 3-
49. 
Table 3-49. Agreement with commitment statements, separated respondents 
BRANCH OF SERVICE 
pjr 
All Army Navy Force 
Statements (%) (%) (%) (%) N 
20-1 Military officer as optometrist 10.4 9.4 6.8 13.8 270 
20-2 Optometrist as military officer 73.0 71.8 76.3 72.3 270 
20-3 Committed to work group 76.3 77.8 79.7 72.0 269 
20-4 Committed to immediate organization 60.4 59.0 67.8 57.5 270 
20-5 Committed to optometry profession 82.2 83.0 83.1 80.9 270 
20-6 Committed to military 33.8 34.5 32.2 34.0 269 
20-14 Look forward to leaving military 34.9 36.8 40.7 28.7 270 
Note: Percentages Indicate agreement responses (1 or 2 on a 7-point Likert-type scale). 
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As with the active sample, there were no apparent differences in responses 
given by those in the various branches of service. Again, see Table 3-49. 
Several trends are apparent when the separated data is viewed by years of 
service: 1) With increasing years of service, fewer respondents look forward to 
leaving the military until retirement. Forty percent of those with four or fewer years of 
service expressed agreement with this statement, 29% with five to nine years of 
service, 12% with 10 to 14 years of service, and 36% of those who retired (see Table 
50); 2) With increasing years of service, there was greater agreement with 
commitment to the military: at four or fewer years, 20% agreed or strongly agreed, at 
five to nine years, 37%, at 10 to 14 years, 59%, and 64% of those retired (see Table 3-
50). 
Table 3-50. Agreement with commitment statements by years of service, separated 
respondents 
YEARS OF SERVICE 
0-4 5-9 10-14 15-19 ;;::20 
Statements Years Years Years Years Years N 
20-1 Military officer as optometrist 3.6 10.3 17.7 50.0 25.0 270 
20-2 Optometrist as military officer 75.5 77.9 64.7 75.0 59.5 270 
20-3 Committed to work group 73.4 79.1 51.2 75.0 76.2 269 
20-4 Committed to immediate organization 57.6 58.8 76.5 75.0 64.3 270 
20-5 Committed to optometry profession 79.1 83.8 82.4 75.0 90.5 270 
20-6 Committed to milhary 19.5 37.3 58.8 50.0 64.3 269 
20-14 Look forward to leaving military 40.3 29.4 11.8 25.0 35.7 270 
Note: Percentages indicate agreement responses ("1" or •2" on a 7-point Likert-type scale). 
A one-way factorial ANOVA was performed on the data which comprised the 
commitment variables on the separated survey. 
Significance (cx<.05) was achieved for only commitment to immediate work 
group when branches of service were compared (see Table A-13. Appendix A). 
Several contrasts were significant using Fisher's LSD test. The Navy X Air Force 
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contrast and the Air Force X Army contrasts were significant. These findings suggest 
that they agreed "less strongly" that they were committed to their work group. When 
career stages were compared, three of the six variables were significant: military 
officer who happens to be an optometrist, optometrist who happens to be a military 
officer, commitment to the military, and looking forward to leaving the military (see 
Table A-14, Appendix A). When post hoc comparisons were performed on the military 
officer as an optometrist, the initial X career and the initial X retired contrasts were 
significant at p<.05, suggesting more disagreement with this statement by those on 
their initial tour than either the career or retired group. Post hoc comparisons 
performed on the responses to the optometrist as a military officer variable revealed 
that the contrast between the initial group and the retired group was significant. This 
finding suggests that the initial respondents agreed "less strongly" with the statement 
than those in the retired group. For the commitment to the military variable, all three 
contrasts were significant at .p<05. The retired group appeared to agree most with the 
statement, while the initial group agreed least, with the career group intermediate. 
Comparisons between the three career stage groups showed that the difference 
between the initial and career group was significant, suggesting that career group 
tended to agree more with the statement that they were looking forward to leaving than 
the initial or retired groups. 
Summary of Commitment 
Based on frequency of response, the typical active respondent indicated that he 
was committed to his work group, organization and the military. Commitment 
increased with years of service. He did not look forward to leaving the military. 
However, with increasing length of service he was more likely to look forward to 
leaving . He viewed himself as an optometrist who is a military officer, not a military 
70 
officer who is an optometrist. He was committed to his profession of optometry. Based 
on frequency of response, the typical separated respondent viewed himself being 
committed to his work group, and to his organization. He did not profess commitment 
to the military, although he did not look forward to leaving the military. With increasing 
years of service, commitment to the military increased and looking forward to leaving 




Five questions on each survey pertained to effectiveness of communication. On 
the active duty survey, respondents had to agree or disagree with statements 27-7 
through 27-11. On the separated survey, the same statements were 20-7 through 20-
11. The respondents indicated their response on a seven-point Likert-type scale. 
Active Duty 
In general, most respondents "agreed" or "strongly agreed" that organizational 
communication was effective at the time of the survey. Seventy-one percent of all 
respondents "agreed" or "strongly agreed" that they had good rapport with their rater or 
supervisor. Sixty-two percent indicated "agreement" or "strong agreement" with 
effective exchange of information in their work group. Over half (52%) indicated 
"agreement" or "strong agreement" that they were kept well informed by military 
optometry. Fifty-one percent cited "agreement" or "strong agreement" that they had 
candid discussion with their assignments officer. Less than half (41 %) cited that they 
were kept well informed by their immediate organization. Results are arrayed in Table 
3-51. 
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Table 3-51. Agreement with communication statements, active duty respondents 
BRANCH OF SERVICE 
/IJr 
All Army Navy Force 
Statements {%) (%) (%) (%) N 
27-7 Exchange of information in work group 62.4 53.3 59.5 70.7 341 
27-8 Kept informed by immediate organization 40.8 38.3 41.0 42.7 340 
27-9 Kept informed by military optometry 51.6 57.0 39.3 54.7 341 
27-10 Candid discussion with assignments officer 50.5 44.1 38.8 61.5 325 
27-11 Rapport with rater/supervisor 71.3 68.9 60.2 79.2 338 
Note: Percentages indicate agreement responses (1 or 2 on a 7-point Ukert-type scale). 
Comparing branches of service, the Air Force had the greatest number of 
respondents (62%) "agreeing" or "strongly agreeing" that they had candid discussion 
with their assignments officer. The Army had 44%, and the Navy 39%, "agreeing" or 
"strongly agreeing" with candid discussion. The Army had the highest percentage of 
respondents (57%) "agreeing" or "strongly agreeing" with the statement that they were 
kept well informed by military optometry. Thirty-nine percent of Navy respondents 
endorsed this statement. See Table 3-51 for complete results. 
With ANOVA, two significant differences were found (cx<.05) when the 
communication responses were analyzed by branch: being kept informed by military 
optometry and candid discussions with assignments officer . Using the Fisher LSD 
test, Navy X Army and the Navy X Air Force contrasts were significant for being kept 
informed by military optometry. These findings suggest that the Navy respondents 
agree less strongly that they are kept informed by military optometry compared to the 
Army and Air Force. Significant differences between services were found on the 
responses to the assignments officer statement: Navy X Air Force and the Army X Air 
Force contrasts were significant. This suggests that the Army and Navy respondents 
agree less strongly than the Air Force that they have good rapport with their 
assignments officer. (See Table A-15, Appendix A, for complete results.) 
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Only one significant difference was found among the career stages -- the 
assignment officer statement (see Table A-16, Appendix A). Initial X career and initial 
X retirement eligible contrasts were significant with the Fisher LSD test. This finding 
suggests that respondents on their initial tour agreed "less strongly" than the other two 
groups that they had good rapport with their assignments officer. 
Separated 
Over half of the separated respondents (62%) .. agreed" or .. strongly agreed" with 
the statement that at the time they left active duty, they had good rapport with their rater 
or supervisor. Nearly half (49%) expressed agreement indicating that there was 
effective exchange of information in their immediate work group. Agreement with the 
other four statements was about 30% (see Table 3-52). 
Table 3-52. Agreement with communication statements, separated respondents 
BRANCH OF SERVICE 
PJr 
All Army Navy Force 
Statements (%) (%) (%) (%) N 
20-7 Exchange of information in work group 49.3 53.5 50.9 43.0 268 
20-8 Kept informed by immediate organization 33.5 32.5 30.5 36.6 269 
20-9 Kept informed by military optometry 32.6 31.6 23.7 39.4 270 
20-1 0 Candid discussion with assignments officer 30.1 24.6 14.3 46.7 256 
20-11 Rapport with rater/supervisor 62.2 64.1 55.9 63.8 270 
Note: Percentages indicate agreement responses (1 or 2 on a 7-point Likert-type scale). 
Navy and Army responses (14% and 25%, respectively), indicating "agreement" 
or "strong agreement" with the statement that there was candid discussion with 
assignments officer were less frequent than the Air Force responses (47%) (see Table 
3-52). 
Using ANOVA, only one significant difference (a<.05) was found among the 
branches of service-- candid discussion with the assignments officer (see Table A-17, 
Appendix A). The post hoc analyses found the Navy X Army and the Air Force X Army 
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contrasts significant, suggesting that the Navy and Army respondents agreed less 
strongly that they had candid discussion with their assignments officer. 
Significant differences among career stages were for one statement -- kept well 
informed by military optometry (see Table A-18, Appendix A). The Fisher test revealed 
the initial X retired and the career X retired contrasts were significant, suggesting that 
the retired respondents agreed more with the statement than the initial and career 
groups. 
Summary of Communication 
Based on frequency of response, the typical active duty respondent agreed or 
strongly agreed that he had effective rapport with his rater, there was effective 
information exchange in his work group, and he was kept well informed by military 
optometry. He further had candid discussion with his assignments officer. He was 
equivocal about whether his immediate organization kept him well informed. Based 
on frequency of response, the typical separated respondent agreed or strongly agreed 
that he had good rapport with his rater or supervisor while on active duty. He was 
equivocal about effective communication in his work group, being kept informed by his 
immediate organization, being kept informed by military optometry, and candid 
discussions with his assignments officer prior to his separation from active duty. 
Integration 
General 
One statement on each survey instrument (027-15 on the active survey and 
020-15 on the separated) assessed integration. This statement required the 
respondent, using a seven-point Likert-type scale, to agree or disagree to the 
statement that most of their close friends were in the military. 
74 
Active Duty 
Of the 341 active duty respondents who answered this question, six percent 
"agree strongly" with this statement, 19% indicated agreement by marking a "1" or "2", 
23% were "neutral," 30% disagreed by marking a 6 or 7, and 15% "strongly 
disagreed." 
Separated 
Of the 268 separated respondents who answered this question, 1 0% "strongly 
agreed" with the statement, 37% agreed by marking a "1" or a "2", 15% were "neutral," 
20% disagreed by marking a "6" or "7", and 8% "strongly disagreed." 
Summary of Integration 
Based on frequency of response, the typical active duty respondent more often 
disagreed or strongly disagreed that most of his close friends were in the military. 
Based on frequency of response, the typical separated respondent more often agree 
or strongly agreed that most of his close friends were in the military. 
Opportunity 
General 
Several questions pertained to employment or practice opportunities outside 
the military. These questions were 019 and 020 on the active duty survey. 047 on 
the separated survey was comparable to 020 on the active duty survey, requiring the 
respondent to assess civilian job opportunities. 
Difficulty Finding Practice Opportunity 
Active duty respondents were asked to assess their perceptions of the ease or 
difficulty in finding a desirable practice opportunity (019). Almost half of all 
respondents, and respondents from each branch of service, indicated that it was "very 
easy" or "fair1y easy" to find a desirable practice opportunity (see Table 3-53). 
75 
Table 3-53. Perceived difficulty in finding a civilian practice situation, active duty 
respondents 
BRANCH OF SERVICE 
Army Navy Air Force All 
Perceived difficulty in finding a 
civilian practice situation N % N % N % N % 
Very easy 16 15.1 15 18.1 15 9.8 46 13.5 
Fairly easy 39 36.8 26 31.3 54 35.3 119 34.8 
Neutral 27 25.5 26 31.3 47 30.7 100 29.2 
Fairly difficult 19 17.9 14 16.9 35 22.9 68 19.9 
Very difficult 5 4.7 2 2.4 2 1.3 9 2.6 
Totals 106 100.0 83 100.0 153 100.0 342 100.0 
Separated respondents were asked to indicate the ease of finding a desirable 
practice situation upon separation from active duty (046). A majority of all 
respondents (72%) indicated that it had been "very easy" to "fairly easy". See Table 3-
54. 
Table 3-54. Difficulty in finding a civilian practice situation, separated respondents 
BRANCH OF SERVICE 
Army Navy Air Force All 
Difficulty in finding a civilian 
practice situation N % N % N 0/o N % 
Very easy 55 48.2 18 30.5 36 40.0 109 41.5 
Fairly easy 30 26.3 21 35.6 28 31.1 79 30.0 
Neutral 15 13.2 12 20.3 9 10.0 36 13.7 
Fairly difficult 8 7.0 4 6.8 6 6.7 18 6.8 
Very difficult 6 5.3 4 6.8 11 12.2 21 8.0 
Totals 114 100.0 59 100.0 90 100.0 263 100.0 
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Rating of the Civilian Job Market 
A majority of active duty respondents rated the civilian job market as favorable 
(020) (see Table 3-55). Overall, 69% rated the job market as "very favorable" or 
"somewhat favorable." 
Table 3-55. Perceived rating of civilian job market, active duty respondents 
BRANCH OF SERVICE 
Army Navy Air Force All 
Perceived rating of civilian job 
market N % N % N % N % 
Very favorable 27 25.5 19 23.5 25 16.3 71 20.9 
Somewhat favorable 50 47.2 39 48.1 74 48.4 163 47.9 
Neutral 19 17.9 16 19.8 33 21.6 68 20.0 
Somewhat unfavorable 7 6.6 7 8.6 20 13.1 34 10.0 
Very unfavorable 3 2.8 0 0 1 0.7 4 1.2 
Totals 106 100.0 81 100.0 153 100.1 340 100.0 
Separated respondents also rated the civilian job market as favorable (see 
Table 3-56). Overall, 61 o/o of respondents indicated that opportunity in the civilian job 
market was "very favorable" or "somewhat favorable." 
Table 3-56. Perceived rating of civilian job market, separated respondents 
BRANCH OF SERVICE 
Army Navy Air Force All 
Perceived rating of civilian job 
market N % N % N % N % 
Very favorable 21 18.6 9 15.3 19 20.9 49 18.6 
Somewhat favorable 46 40.7 27 45.8 39 42.9 112 42.6 
Neutral 21 18.6 9 15.3 12 13.2 42 16.0 
Somewhat unfavorable 22 19.5 11 18.6 17 18.7 50 19.0 
Very unfavorable 3 2.7 3 5.1 4 4.4 10 3.8 
Totals 113 100.1 59 100.1 91 100.1 263 100.0 
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Summary of Opportunity 
Based on frequency of response, the typical active duty respondent indicated 
that it was relatively easy to find a desirable civilian practice opportunity and that the 
job market was favorable. Based on frequency of response, the typical separated 
respondent indicated that it had been relatively easy to find a desirable practice 




In addition to satisfaction questions relating to pay and benefits, several other 
questions addressed economic issues. On the active duty survey, respondents were 
asked to compare their compensation with their civilian counterparts (025). They were 
also asked to indicate what effect a professional pay increase to $500 per month 
would have on their probability of staying (026). On the separated survey, 
respondents were asked to compare their compensation with the compensation they 
believed military optometrists received (023). The separated respondents were also 
asked what effect an increase in professional pay to $500 would have on their 
returning to active duty (024). Both groups of respondents were asked to indicate how 
strongly they agreed with statements that their compensation as a military optometrist 
was adequate compared to their effort at work (020-12 on the separated survey and 
027-12 on the active duty survey) and whether their income was sufficient to allow the 
type of lifestyle they desired (020-13 on the separated survey and 027-13 on the 
active duty survey). 
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Active Duty 
A majority of active duty respondents (54%} indicated that they disagreed (by 
marking a "6" or "7"} with the statement that their salary was adequate compared to 
their work effort. Complete information is found in Table 3-57. 
Table 3-57. Salary adequate compared to effort at work, active duty respondents 
BRANCH OF SERVICE 
Army Navy Air Force All 
Salary is adequate compared to 
effort at work N % N % N O/o N o/o 
Strongly agree (1) 2 1.9 2 2.4 1 0.7 5 1.5 
(2) 8 7.6 6 7.2 9 5.9 23 6.7 
(3) 6 5.7 7 8.4 12 7.8 25 7.3 
Neutral (4) 8 7.6 9 10.8 17 11.1 34 9.9 
(5) 26 24.5 15 18.1 29 19.0 70 20.5 
(6) 22 20.8 14 16.9 41 26.8 77 22.5 
Strongly disagree (7) 34 32.1 30 36.2 44 28.8 108 31.6 
Totals 106 100.2 83 100.0 153 100.1 342 100.0 
Active duty respondents also disagreed ("6" or "7"} with the statement that their 
income was sufficient to allow desired lifestyle: overall (40%), Army (39%), Navy 
(50%}, and Air Force (34%). See Table 3-58. 
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Table 3-58. Income sufficient to allow lifestyle desired, active duty respondents 
BRANCH OF SERVICE 
Army Navy Air Force All 
Income sufficient to allow 
lifestyle desired N % N % N % N % 
Strongly agree ( 1 ) 5 4.7 2 2.4 3 2.0 10 2.9 
(2) 9 8.4 8 9.5 9 5.9 26 7.6 
{3) 15 14.0 7 8.3 24 15.8 46 13.4 
Neutral {4) 20 18.7 9 10.7 22 14.5 51 14.9 
(5) 16 15.0 16 19.1 41 27.0 73 21.3 
(6) 18 16.8 18 21.4 30 19.7 66 19.2 
Strongly disagree (7) 24 22.4 24 28.6 23 15.1 71 20.7 
Totals 107 100.0 84 100.0 152 100.0 343 100.0 
When asked about the financial status of their civilian counterparts, 82% of the 
active duty sample contended that their civilian colleagues were "much better off" or 
"somewhat better off". Complete data are in Table 3-59. 
Table 3-59. Comparison of compensation with civilian colleagues, active duty 
respondents 
BRANCH OF SERVICE 
Army Navy Air Force All 
Compared to the 
compensation you receive, are 
your civiUan counterparts ... N % N % N 0/o N % 
Much worse off 1 1.0 3 3 .7 0 0 4 1.2 
Somewhat worse off 4 3.9 0 0 7 4.6 11 3.3 
About as well off 13 12.5 12 14.8 19 12.5 44 13.1 
Somewhat better off 49 47.1 34 42.0 70 46.1 153 45.4 
Much better off 37 35.6 32 39.5 56 36.8 125 37.1 
Totals 104 100.1 81 100.0 152 100.0 337 100.1 
Professional pay was reported as an incentive to increase the probability of 
respondents remaining on active duty. An increase in professional pay to $500 per 
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month would "greatly" or "somewhat increase" the probability of staying for 78% (see 
Table 3-60). 
Table 3-60. Probability of remaining on active duty as function of professional pay, by 
branch of service, active duty respondents 
BRANCH OF SERVICE 
Army Navy Air Force All 
What would be the effect of a 
$500/month increase in pro 
pay on your probability of 
staying on active duty? N % N % N % N % 
Greatly increase probability 48 45.7 41 50.6 77 50.7 166 49.1 
Somewhat increase probability 34 32.4 20 24.7 44 29.0 98 29.0 
Have little or no effect 22 21.0 19 23.5 28 18.4 69 20.4 
Somewhat decrease probability 0 0 0 0 0 0 0 0 
Greatly decrease probability 1 1.0 1 1.2 3 2.0 5 1.5 
Totals 105 100.1 81 100.0 152 100.1 338 100.0 
Table 3-61 shows the percentage of respondents at different career stages who 
assert that they would remain on active duty with an additional $500 per month 
increase in professional pay. Compared to other categories, a greater number of 
respondents on their initial tour (less than five years of active service) indicate that 
$500 per month professional pay would "greatly increase" or "somewhat increase" the 
probability of remaining of active duty. 
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Table 3-61. Probability of remaining on active duty as function of professional pay, by 
career stage, active duty respondents 
CAREER STAGE 
Retirement 
Initial Career Eligible All 
What would be the effect of a 
$500/month increase in pro 
pay on your probability of 
staying on active duty? N % N 0/o N % N % 
Greatly increase probability 64 56.6 92 47.9 9 29.0 166 49.1 
Somewhat increase probability 37 32.7 54 28.1 7 22.6 98 29.0 
Have little or no effect 11 9.7 42 21.9 15 48.4 69 20.4 
Somewhat decrease probability 0 0 0 0 0 0 0 0 
Greatly decrease probability 1 0 .9 4 2.1 0 0 5 1.5 
Totals 113 99.9 192 100.0 31 100.0 338 100.0 
Note: •Initial" corresponds to less than five years of active service, "career" represents five to 19 
years of service, and "retired" corresponds to 20 or more years of service. 
Analysis of the two economic variables was performed by ANOVA (see Table A-
19 in Appendix A). No significant differences in responses by branch of service were 
found. Significant differences (cx<.05) were found among career stages. Both salary 
adequate compared to effort at work and income sufficient to allow lifestyle desired 
were significant. For salary adequate, two contrasts were significant-- initial X 
retirement eligible and career X retirement eligible, suggesting that retirement eligible 
respondents were less dissatisfied than initial or career respondents. Income 
sufficient for lifestyle desired had two significant contrasts: initial X career and initial X 
retirement eligible. These findings suggest that retirement eligible respondents 
disagreed least with this statement, while initial respondents disagreed most, with the 
career group intermediate. 
Separated 
A majority of separated respondents (53%) indicated that they disagreed ("6" or 
"7") with the statement that their salary during their last active duty assignment was 
adequate compared to their work effort. Complete information is found in Table 3-62. 
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Table 3-62. Salary adequate compared to effort at work at last duty assignment, 
separated respondents 
BRANCH OF SERVICE 
Anny Navy Air Force All 
Salary adequate compared to 
effort at work, last assignment N % N % N % N % 
Strongly agree (1) 4 3.5 0 0 0 0 4 1.5 
(2) 10 8.6 7 11.9 2 2.1 19 7.1 
(3) 12 10.3 9 15.3 13 13.8 34 12.6 
Neutral (4) 12 10.3 5 8.5 9 9.6 26 9.7 
(5) 18 15.5 12 20.3 15 16.0 45 16.7 
(6) 29 25.0 8 13.6 24 25.5 61 22.7 
Strongly disagree (7) 31 26.7 18 30.5 31 33.0 80 29.7 
Totals 116 99.9 59 100.1 94 100.0 269 100.0 
Separated respondents also disagreed ("6" or "7") with the statement that their 
income was sufficient to allow desired lifestyle: overall (42%), Army (36%), Navy 
(46%), and Air Force (46%). See Table 3-63. 
Table 3-63. Income sufficient to allow lifestyle desired, last duty assignment, 
separated respondents 
BRANCH OF SERVICE 
Anny Navy Air Force 
Income sufficient to allow 
ifestyle des;red, last 
assignment N % N % N o/o N 
Strongly agree (1) 5 4.3 1 1.7 0 0 6 
(2) 11 9.5 8 13.6 12 12.8 31 
(3) 16 13.8 7 11.9 14 14.9 37 
Neutral (4) 14 12.1 6 10.2 8 8.5 28 
(5) 28 24.1 10 17.0 17 18.1 55 
(6) 17 14.7 14 23.7 19 20.2 50 
Strongly disagree (7) 25 21.6 13 22.0 24 25.5 62 












When asked about their financial status, 82% of the separated respondents 
contended that they were "much better off" or "somewhat better" off than their active 
duty colleagues. Complete data are in Table 3-64. 
Table 3-64. Comparison of compensation with military colleagues, separated 
respondents 
BRANCH OF SERVICE 
Army Navy Air Force All 
Compared to military 
optometrists, are you ... N % N % N % N % 
Much worse off 2 1.8 3 5.1 2 2.3 7 2.7 
Somewhat worse off 4 3.5 4 6.8 4 4.5 12 4.6 
About as wen off 11 9.6 7 11.9 10 11.2 28 10.7 
Somewhat better off 30 26.1 18 30.5 18 20.2 66 25.1 
Much better off 68 59.1 27 45.8 55 61.8 150 57.0 
Totals 115 100.1 59 100.1 89 100.0 263 100.1 
Professional pay was reported as an incentive to increase the probability of 
respondents returning to active duty. An increase in professional pay to $500 per 
month would "greatly" or "somewhat" increase the probability of returning for 38%. 
Sixty-one percent of the separated respondents report that such a pro pay increase 
would have "little or no" effect on returning to active duty. Response rates are similar 
for the three branches of service (see Table 3-65). 
84 
Table 3-65. Probability of returning to active duty as function of professional pay, 
separated respondents 
BRANCH OF SERVICE 
Army Navy Air Force All 
What would be the effect of a 
$500/month increase in pro 
pay on your probability of 
returning to active duty? N % N % N % N % 
Greatly increase probability 11 9.8 3 5.2 10 11.0 24 9.2 
Somewhat increase probability 33 29.5 12 20.7 30 33.0 75 28.7 
Have little or no effect 67 59.8 42 72.4 51 56.0 160 61.3 
Somewhat decrease probabiUty 0 0 0 0 0 0 0 0 
Greatly decrease probability 1 0.9 1 1.7 0 0 2 0.8 
Totals 112 100.0 58 100.0 91 100.0 261 100.0 
Analysis of two economic variables was performed by ANOV A. No significant 
differences were found among the branches of service (see Table A-21, Appendix A). 
Significant (cx<.05) differences were found among career stages (see Table A-22). 
Both the salary adequate compared to effort at work and income sufficient to allow 
lifestyle desired were significant. For income sufficient, one contrast was significant--
initial X career, suggesting that career respondents were less dissatisfied than initial or 
retired respondents. Income sufficient for lifestyle desired had two significant 
contrasts: initial X career and initial X retired. These findings suggest that retired 
respondents disagreed least with this statement, while initial respondents disagreed 
most. 
Leaving and Staying 
General 
The actual mode of separation was documented in 019 in the separated 
survey. Factors influencing the decision to leave were assessed by 032 on the 
separated questionnaire. 033 assessed the three most important factors which 
persuaded respondents to leave active service. The active duty questionnaire 
assessed factors both as inducements to leave and stay (037). 038, on the active 
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duty survey required respondents to indicate the three most important factors that 
would be persuasive in leaving; 039 asked for the three most important factors 
involved in leaving. 
Active Duty 
A table of frequency of responses to all the inducement factors is found in Table 
A-23, Appendix A. When examined by the greatest frequency of moderate to great 
responses, inducements for leaving for all active duty respondents are summarized in 
Table 3-66. Note that only one of the 36 inducements was cited by greater than 50% 
of all active duty respondents. 
Table 3-66. Inducements to leave active duty, active duty respondents. 
Inducements to Leave N % 
1 2 The amount your counterparts earn in private practice 193 57.6 
Note: Only factors reported by 50% or more of respondents are listed in this table. Response frequencies are 
based on data derived from collapsing •great• and "moderate" inducement categories. 
Although only one inducement exceeded the 50% cut, a relatively large number 
of respondents also cited optometry professional pay (47%) as a "great" or "moderate" 
inducement. 
Most frequently cited inducements, for active Navy respondents which 
exceeded 50%, were amount civilian counterparts earn (64%), optometry professional 
pay (50%), and promotion opportunity (50%). The single inducement exceeding 50% 
for Air Force respondents was amount civilian counterparts earn. No inducements 
exceeded the 50% mark for Army respondents; optometry professional pay (49%) and 
amount civilian counterparts earn (49%) approached 50%. Response frequencies to 
the 36 leave/stay factors for all active duty Army, Navy, and Air Force respondents are 
found in Tables D-2, D-3, and D-4 respectively (Appendix D). 
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With increasing years of seiVice, fewer respondents cited professional pay, and 
amount counterparts earn in civilian practice as "great" or "moderate" inducements to 
leave. Promotion, however, was a more frequent response with increasing years of 
seiVice, declining after 20 years. Table 3-67 and Figures 3-6 and 3-7 demonstrate 
these trends. Bureaucracy appeared to peak at five to nine years and declined 
thereafter (see Table 3-67 and Figure 3-7). Selected inducements are displayed in 
Table 3-67. 
Table 3-67. Selected inducements to leave by years of seiVice, active duty 
respondents 
YEARS OF SERVICE 
0-4 5-9 10-14 15-19 >20 
Inducements to leave Years Years Years Years Years 
(%) (%) (%) (%) (%) N 
037-1 Control over assignments 17.4 9.3 7.1 14.1 13.8 333 
037-3 Frequency of PCS moves 27.2 14.7 16.1 19.0 13.3 334 
037-5 Number/duration separations 39.8 34.7 33.9 33.3 33.3 329 
037-7 Total pay and benefits 44.7 41.3 36.4 19.0 13.3 333 
037-9 Optometry professional pay 54.4 50.7 39.3 38.6 33.3 333 
037-12 Amount civilian counterparts earn 70.4 54.1 44.6 55 .9 43.3 335 
032-15 Stature of optometry in the military 15.7 14.9 12.5 13.6 13.8 334 
037-1 6 Promotion opportunity 33.3 41.3 44.6 44.8 24.1 336 
037-19 Opportunity to practice as desired 12.3 9.2 5.4 6.8 14.3 334 
037-23 Required administrative tasks 26.1 25.0 21.4 23.7 13.3 337 
037-30 Bureaucracy 36.2 44.7 33.9 37.3 26.7 338 
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Inducements to remain on active duty reported by more than 50% of the active 
duty respondents are listed in Table 3-68. Responses to all inducements can be found 
in Table A-23 in Appendix A. 
88 
Table 3-68. Inducements to remain on active duty, active duty respondents. 
Inducements to remain 
037-1 0 Retirement benefits 
037-1 Control over assignments 
037-3 Job serurity 










Note: Only factors reported by 50% or more of respondents are listed in this table. Response frequencies are 
based on data derived from collapsing "great• and "moderate• inducement categories. 
Figure 3-8 summarizes the leave/stay inducements for active duty respondents. 
Figure 3-8. Leave/stay inducements for active duty respondents. 
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Note: Numbers represent percentages of active duty respondents who chose variable as a •great" to 
·moderate" inducement. 
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Active duty respondents were also asked which of the leave/stay variables was 
the most important in persuading them to leave the military. Based on the percentage 
of responses, the most important reason to leave was promotion opportunity (18%), 
followed by amount counterparts earn in private practice (15%) and optometry 
professional pay (11 %). Percentages for all variables can be found in Table A-24 in 
Appendix A. Similarly, active duty respondents were asked which of the variables was 
most important in persuading them to remain on active duty. The most important 
reason for staying, based on response frequency, was retirement benefits (16%). 
(See Table A-25). 
Separated 
Mode of Separation 
The actual way in which separated respondents left active duty is shown in 
Table 3-69. A majority (76%) of the separated respondents separated voluntarily, 
while 10% separated involuntarily. Of the total separated sample, 14% were retired 
from active service. 
Table 3-69. Separation from active duty, separated respondents, by branch 
BRANCH OF SERVICE 
Army Navy Air Force All 
Mode of Separation N % N % N % N % 
Voluntary separation 87 74.4 48 81.4 69 73.4 204 75.6 
Voluntary retirement 17 14.5 5 8.5 15 16.0 37 13.7 
Nonselect for promotion 6 5.1 4 6.8 8 8.5 18 6.7 
Nonselect for augmentation 4 3.4 1 1.7 0 0 5 1.9 
Involuntary early retirement 2 1.7 0 0 1 1.1 3 1.1 
Other 1 0.9 1 1.7 1 1.1 3 1.1 
Totals 117 100.0 59 100.1 94 100.1 270 100.1 
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Reasons for Leavjng 
Complete response frequency data for inducements to leave is found in Table 
A-26, Appendix A. When the "moderate" to "great" responses were collapsed into a 
single category, seven inducements to leave were cited by 50% or more of the 
separated respondents. These inducements are listed in table 3-70. 
Table 3-70. Inducements to leave active duty, separated respondents. 
Inducements to leave N % 
032-9 Optometry professional pay 189 70.5 
032-16 Promotion opportunity 188 70.2 
032-12 Amount civilian counterparts earned 187 69.8 
032-7 Total amount of pay and benefits 185 60.0 
032-30 Bureaucracy 176 65.7 
032-1 Control over assignments 145 54.5 
032-15 Stature of optometry in the military 143 53.4 
Note: Only factors reported by 50% or more of respondents are listed in this table. Response frequencies are 
based on data derived from collapsing "great" and "moderate~ inducement categories. 
The most frequently cited inducements to leave by Army respondents are 
shown in Table 3-71. Response frequencies for all factors for the Army separated 
sample are found in Table D-5. Inducements for Navy and Air Force respondents are 
seen in Tables 3-72 and 3-73, respectively. Response frequencies for all factors for 
Navy respondents are found in Table D-6 and for Air Force respondents, Table D-7. 
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Table 3-71. Inducements to leave active duty, separated Army respondents. 
Inducements to Leave 
032-9 Optometry professional pay 
032-16 Promotion opportunity 
032-7 Total amount of pay and benefits 
032-12 Amount civilian counterparts earned 
032-30 Bureaucracy 
032-1 Control over assignments 

















Note: Only factors reported by 50% or more of respondents are listed in this table. Response frequencies are 
based on data derived from collapsing "great• and "moderate• inducement categories. 
Table 3-72. Inducements to leave active duty, separated Navy respondents. 
Inducements to leave 
032-30 Bureaucracy 
032-12 Amount civiUan counterparts earned 
032-23 Required administrative tasks 
032-7 Total amount of pay and benefits 
032-9 Optometry professional pay 
032-16 Promotion opportunity 
032-1 Control over assignments 



















Note: Only factors reported by 50% or more of respondents are listed in this table. Response frequencies are 
based on data derived from collapsing "great" and "moderate• inducement categories. 
Table 3-73. Inducements to leave active duty, separated Air Force respondents. 
Inducements to Leave 
032-16 Promotion opportunity 
032-9 Optometry professional pay 
032-12 Amount civifian counterparts earned 














Note: Only factors reported by 50% or more of respondents are listed in this table. Response frequencies are 
based on data derived from collapsing •great" and •moderate• inducement categories. 
When examined by years of service, the most frequently cited inducements 
changed. With four or fewer years of service, the most frequently cited factor for 
leaving was the amount civilian counterparts earn in private practice, followed by 
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optometry professional pay and total amount of pay and benefits. With five to nine 
years of service, bureaucracy was most frequently reported, followed by promotion 
opportunity and optometry professional pay. With 1 0-14 years of service prior to 
separation, the most frequently cited inducements were promotion opportunity, 
bureaucracy, and total amount of pay and benefits. Respondents who retired from 
active duty cited promotion opportunity as the primary contribution to leaving. Data by 
years of service are summarized in Table 3-74. 
Table 3-74. Selected inducements to leave by years of service, separated 
respondents 
YEARS OF SERVICE 
0-4 5-9 10-14 15-19 Retired 
Inducements to leave Years Years Years Years 
{%} {%} {%} {%} {%} N 
032-1 Control over assignments 65.9 52.2 31.3 66.7 28.6 266 
032-3 Frequency of PCS moves 55.1 44.1 37.5 25.0 11.9 268 
037-5 Number/duration separations 26.8 15.4 25.0 25.0 7.1 265 
032-7 Total amount of pay and benefits 81.9 66.2 62.5 25.0 38.1 268 
032-9 Optometry professional pay 83.3 69.1 37.5 50.0 45.2 268 
032-12 Amount civilian counterparts earned 85.5 69.1 50.0 25.0 31.0 268 
032-15 Stature of optometry in the military 56.5 58.8 37.5 50.0 40.5 268 
032-16 Promotion opportunity 72.5 70.6 87.5 75.0 54.8 268 
037-19 Opportunity to practice as desired 46.4 54.4 31.3 25.0 21.4 268 
032-23 Required administrative tasks 52.9 51.5 43.8 0 26.2 268 
032-30 Bureaucracy 70.3 73.5 68.8 0 42.9 268 
Note: Ns for year categories are: 0-4 years, 138; 5-9 years, 68; 10-14 years, 16;, 15-19 years, 4; and 
retired, 42. 
Figure 3-9 depicts the pay variables as inducements to leave by years of 
service. 
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Figure 3-1 0 depicts the trends for promotion and bureaucracy by years of 
service. 
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Ten factors, listed in Table 3-75, were reported as no inducement to leave by 
50% or more of separated respondents. 
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Table 3-75. Factors cited as no inducement to leave, separated respondents. 
No inducement factors 
032-35 Family tradition 
032-36 Ability of family to receive health care 
032-13 Expense in estabUshing private practice 
032-32 Possibility of going to war 
032-27 Competence of military optometric colleagues 
032-2 Location of last assignment 
032-10 Retirement benefits 
032-28 Relationship with rater or supervisor 
032-20 Number of hours worked each week 
























The separated respondents were asked which leave/stay variable was the most 
important in persuading them to leave the military. Over 20% of all respondents 
indicated that "total pay and benefits" was the most important reason to leave. "Other" 
(14%) and "promotion opportunity" (12%) were also "important." See Table A-27, in 
Appendix A, for complete results. 
Discriminant Analysis of Leave/Stay Factors 
General 
The thirty-six leave/stay factors (032 on the separated survey and 037 on the 
active duty survey) were analyzed using discriminant analysis in order to determine 
relative contributions of the factors to the leave or stay decision. To perform the 
discriminant analysis, all responses on the active duty survey which were inducements 
to remain were collapsed into the no inducement category yielding four categories of 
responses for each survey: great inducement to leave, moderate inducement to leave, 
little to some inducement to leave, and no inducement. The thirty-six factors were 
independent variables, while the dichotomous dependent variable ST AYLV was 
created based on whether the respondent remained on active duty (STAY) or had 
separated (LeaVe). 
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Prior to performing discriminant analysis, the thirty-six variables were screened 
using common factor analysis. This statistical procedure was chos~n for three 
reasons: 1) to reduce the number of variables to a manageable size, 2) to minimize 
multicollinearity among variables, and 3) to verify the existence of discrete factors 
among the variables, since the survey instruments were not subjected to formal 
reliability and validity studies. Correlations were analyzed, the Varimax rotation 
method was used and a minimum eigenvalue of one was designated. All variables 
with factor loadings of 0.500 or greater became candidate variables which were 
entered into the discriminant function. 
Entire Combined Sample 
Factor analysis of the 36 variables for the entire combined sample yielded three 
factors with an eigenvalue of one or greater. The three factors were categorized by the 
following descriptors: work conditions (factor 1 ), pay and status (factor 2), and family 
(factor 3). The total percentage of variance explained by the three factors is 35.071%. 
Nineteen variables with factor loadings of 0.500 or greater on the three factors were 
selected as candidate variables for further analysis. 
The nineteen candidate variables were analyzed using discriminant analysis. 
Data from 597 respondents were analyzed; 17 of the cases were deleted due to 
missing data. The dependent variable STAYLV, was used to classify the the cases. 
The Wilk's lambda value was 0.552, which corresponds to a chi-square value of 
358.538, with 19 degrees of freedom, p=O.OOO. Wilk's lambda permits a test of 
significance to be performed to determine the probability that in fact there are no group 
differences in the population. To test significance, lambda is converted to an 
approximation of the chi-square distribution, and the significance level determined 
from standard tables. The canonical correlation, which provides a measure of the 
degree of association between the two groups and the discriminant function, was 
0.670. The canonical correlation can range from zero to one, with zero representing 
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no relationship and one representing maximum relationship. A high coefficient 
represents a strong relationship between the groups and the discriminant function. 
The standardized discriminant function coefficients, which show the relative 
contribution of the variables to the function, are shown in Table 3-76. The discriminant 
analysis function correctly classified 83.57% of the cases. The classification matrixd is 
shown in Table 3-77. 
Table 3-76. Standardized discriminant function coefficients for combined analysis 
Q # Item Description 
7 Total amount of pay and benefits 
19 Opportunity to practice as you desire 
1 2 The amount your counterparts earn in private practice 
25 Number of supporting technical staff 
3 Frequency of Permanent Change of Stations (PCS) 
moves 
1 8 Degree of control over patient care 
2 2 How well military optometry clinics are equipped 
21 Number of patients seen each day 
1 5 Stature of optometry in the military 
1 6 Promotion opportunity 
17 Variety of work performed 
9 Optometry professional pay 
14 Professional recognition 
28 Relationship with immediate rater or evaluator 
31 Miltary leadership 
27 Competence of military optometric colleagues 
28 Competence of supporting technical staff 
4 Sensitivity of the military to family needs 









































d The classification matrix compares the actual number of individuals who are stayers or teavers against the 
expected number of stayers and leavers predicted by the discriminant analysis function. The number of 
those correctly classified can be calculated by adding the stayers who were correctly predicted to be 
stayers and the leavers who were correctly predicted to be leavers and dividing the sum by the total 
number of respondents (minus deleted cases). 
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The same steps that were performed on the entire sample were performed on 
the combined sample of Army respondents. 
Factor analysis of the 36 variables for the entire combined sample yielded four 
factors with an eigenvalue of one or greater. The total percentage of variance 
explained by the three factors extracted by the Varimax rotation was 36.071%. 
Nineteen variables with factor loadings of 0.500 or greater on the three factors were 
selected as candidate variables for further analysis. 
Data from 203 respondents were analyzed; 21 of the cases were deleted due to 
missing data. The discriminant analysis yielded a Wilk's lambda value of 0.505, 
corresponding to a chi-square value of 411.797, with 19 degrees of freedom, p=O.OOO. 
The canonical correlation was 0. 704. The standardized discriminant function 
coefficients, which indicate the relative contribution of the variables, are shown in 
Table 3-78. The discriminant analysis function correctly classified 83.25% of the 
cases. The classification matrix is shown in Table 3-78. 
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Table 3-78. Standardized discriminant function coefficients for Army analysis 
0# Item Descrietion 
18 Degree of control over patient care 
7 Total amount of pay and benefits 
12 The amount your counterparts earn in private practice 
3 Frequency of Permanent Change of Stations (PCS) 
moves 
16 Promotion opportunity 
25 Number of supporting technical staff 
14 Professional recognition 
31 Military leadership 
17 Variety of work performed 
4 Sensitivity of the military to family needs 
24 Amount of time spent on Quality Assurance (QA) tasks 
21 Number of patients seen each day 
9 Optometry professional pay 
20 Number of hours worked each week 
15 Stature of optometry in the military 
19 Opportunity to practice as you desire 
27 Competence of military optometric colleagues 
28 Relationship with immediate rater or evaluator 
29 Relations with ophthalmology 































































The same analyses were performed on the combined sample of Navy 
respondents. 
Factor analysis of the 36 variables for the entire combined sample yielded five 
factors with an eigenvalue of one or greater. The total percentage of variance 
explained by the three factors extracted by the Varimax rotation was 43.358%. 
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Eighteen variables with factor loadings of 0.500 or greater on the three factors were 
selected as candidate variables for further analysis. 
Data from 132 respondents were analyzed with discriminant analysis; 11 of the 
cases were deleted due to missing data. Wilk's lambda was 0.364, corresponding to a 
chi-square value of 610.062, with 18 degrees of freedom, p=O.OOO. The canonical 
correlation was 0. 798. The standardized discriminant function coefficients, which 
show the relative contribution of the variables, are shown in Table 3-80. The 
discriminant analysis function correctly classified 87.88% of the cases. The 
classification matrix is shown in Table 3-81. 
Table 3-80. Standardized discriminant function coefficients for Navy analysis 
0# Item Descrietion Variable Code Coefficient 
1 Control over assignments LVCONT -0.738 
7 Total amount of pay and benefits LVPAY -0.668 
34 Military lifestyle LVLIFE -0.487 
19 Opportunity to practice as you desire LVPRACT -0.469 
9 Optometry professional pay LVPROPAY 0.399 
12 The amount your counterparts earn in private practice LVCIVOD 0.318 
26 Competence of supporting technical staff LVCCOMST -0.259 
25 Number of supporting technical staff LVSTAFF 0.168 
28 Relationship with immediate rater or evaluator LVRATER 0.134 
23 Require administrative tasks LV ADMIN -0.106 
17 Variety of work performed LVVARY -0.101 
18 Degree of control over patient care LVPAT 0.058 
31 MiUtary leadership LVLDRSHP 0.058 
8 Non-pay benefits LVBENE 0.056 
35 Famly tradition LVTRAD 0.050 
22 How well military optometry clinics are equipped LVEQUIP 0.050 
32 PossibiUty of going to war LVWAR 0.037 
15 Stature of optometry in the military LVSTAT 0.014 
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Table 3-81. Classification matrix for Navy combined analysis 
PREDICTED 
Stayers Leavers Missing Total 
ACTUAL 
Stayers 66 8 10 84 
Leavers 8 50 1 59 
Total 74 58 11 143 
Correctly Classified: 87.88% 
Air Force Combined Sample 
The same analyses were performed on the combined sample of Air Force 
respondents. 
Data from 224 respondents were analyzed; 23 of the cases were deleted due to 
missing data. Factor analysis of the 36 variables for the entire combined sample 
yielded four factors with an eigenvalue of one or greater. The total percentage of 
variance explained by the three factors extracted by the Varimax rotation was 
39.964%. Nineteen variables with factor loadings of 0.500 or greater on the three 
factors were selected as candidate variables for further analysis. 
The discriminant analysis yielded a Wilk's lambda value of 0.498, 
corresponding to a chi-square value of 420.511, with 19 degrees of freedom, p=O.OOO. 
The canonical correlation was 0.709. The standardized coefficient discriminant 
function coefficients, which show the relative contribution of the variables, are shown 
in Table 3-82. The discriminant analysis function correctly classified 84.82% of the 
cases. The classification matrix is shown in Table 3-83. 
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Table 3-83. Classification matrix for Air Force combined analysis 
PREDICTED 
Stayers Leavers Missing 
ACTUAL 
Stayers 122 13 18 
leavers 21 68 5 
Totals 143 81 23 

























In Table 3-84, the leave/stay variables are ranked according to their coefficient 
weightings for the combined model and the Army, Navy and Air Force models. A cut-
off of 0.300 was chosen since this represents at least 50% of the contribution of all the 
variables to each discriminant function. Variables which did not reach significance of 
p<.05 on the univariate F-test were eliminated from the rankings. 
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Table 3-84. Rankings of leave/stay variables for all discriminant analysis models 
MODELS 
RANK COMBINED ARMY NAVY AIR FORCE 
1 LVPAY LVPAT LVCONT LVPAY 
2 LVPRACT LVPAY LVPAY LVEQUIP 
3 LVCIVOD LVCIVOD LVLIFE LVCONT 
4 LVSTAFF LVPCS LVPRACT LVRECOG 
5 LVPCS LVPROM LVPROPAY 
6 LVRECOG 
Note: Variables with coefficient weightings greater than or equal to 0.300 and and a 
significant univariate F-test (p<.05) are ranked according to the absolute value of the 
standardized discriminant coefficients. 
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CHAPTER 4. DISCUSSION 
Reason for the Study 
The primary objective of this investigation was to explore reasons optometrists 
leave the military and inducements that encourage them to stay. Data were gathered 
by two original surveys which were sent to optometrists currently on active duty and to 
optometrists who had separated from active duty. Limited validation of the survey 
instruments was accomplished prior to mailing and no reliability studies were 
performed. Results must be interpreted with some caution due to the untested nature 
of the survey instruments. The limitations of retrospective attitudinal surveys is well 
known.71 
A number of potential variables were explored. Selection of variables for study 
was based on review of the pertinent turnover literature (see Appendix C). By 
examining the response to questions that assessed specific variables, a measure of 
the utility of these variables can be established. 
Thirty-six leave/stay variables were developed to assess inducements to leave 
and stay. A number of these variables appear to be influential in the decisions of 
optometrists to remain on active duty or to leave. Inspection of response frequencies 
and discriminant analysis were used to analyze these data. In order to limit the 
complexity of the study, only attitudinal data from the 36 variables were entered into 
the discriminant analysis. Demographic data were not entered, since as Bluedorn39 
and Price and Mueller38 have suggested, demographic variables may simply act as 
surrogates for unknown independent variables. 
Although the present design was cross-sectional, the use of discriminant 
analysis may have actually assessed changes in variable over time, in addition to 
group differences. Of course it must be realized that the separated respondents have 
reported attitudes from several years prior to the completion of the survey while active 
104 
duty respondents provided current attitudes. As a future project, it may be useful to 
perform discriminant analysis for various year groups to examine changes in the 
variables over time. 
Why Do Military Optometrists Leave? 
The five most often cited reasons for leaving military service are shown below. 
1 . Optometry professional pay 
2. Promotion opportunity 
3. Amount civilian counterparts earn in civilian practice 
4. Total amount of pay and benefits 
5. Bureaucracy 
All of these reasons had a response rate greater than 50%. 
Pay 
Pay appears to be a critical issue in the decision to leave or stay. It has been 
frequently investigated and found significant in numerous studies.33 This study 
identifies pay as a critical issue for military optometrists as well. This finding parallels 
the assessment by the 1989 Report to Congress that compensation for military 
optometrists does not match income in the private sector.17 
In the present study, over 60% of all separated optometrists cited professional 
pay, amount civilian counterparts earn and total amount of pay and benefits as 
inducements-- reasons-- for leaving active duty. These three aspects of pay were 
among the five most frequently cited reasons for leaving by separated respondents. 
Each of the three aspects of pay addresses a different issue: 1) Total pay and 
benefits tap the perceived adequacy of the total pay package; 2) Attitudes exhibited 
toward what civilian counterparts earn assesses earning compared to what others in 
the profession are perceived to earn: and 3) Attitudes about professional pay 
investigates the perceived adequacy of pay compared to other similar professionals, 
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i.e., equity of pay. (See Milkovich and Boudreau19 for discussion of components of 
pay satisfaction.) 
Not only is pay frequently cited as a reason to leave by those who have left, but 
it is an inducement to leave for those currently on active duty. Sixty percent of all 
active duty optometrists indicated that the perceived amount earned by civilian 
counterparts was an inducement to leave. This variable was the only inducement to 
leave cited by more than 50% of all active duty respondents. 
Apparently, active duty optometrists view themselves worse off financially 
compared to their civilian colleagues. Over 80% of those on active duty expressed the 
opinion that civilian optometrists fared better financially. Conversely, over 80% of 
separated optometrists stated their belief that they, as civilians, were financially better 
off than their military colleagues. These results suggest that both active military and 
separated respondents view greater financial benefits available in the private sector. 
According to one Navy optometrist, who separated with four years of service, "[I] was 
able to open a new practice cold and far exceed in one year what my military pay had 
been after four years." An Army respondent who separated with four years of service, 
declared, "I am presently making six times the money than when I left the military five 
and one half years ago." An Air Force respondent, with three years of service stated, 
"In private business, an optometrist's potential is unlimited." This view of "unlimited 
potential" in the civilian sector is bolstered by the finding that more than 60% of both 
active duty and separated respondents perceived the job market favorably. Although 
income is only one aspect of the job market, it is likely one of the most important. 
Not only was pay perceived as generally inadequate and inequitable, but it did 
not measure up to the effort optometrists felt they contributed at work. As seen in the 
results, about half of both active duty and separated respondents indicated that they 
were not paid in accordance with their effort. Presumably, these respondents felt they 
were inadequately compensated for their professional skills. 
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Professional pay is an equity issue, essentially an issue of comparable worth. 
As such it has both emotional and economic impact. 
No increase in professional pay has occurred since military optometrists began 
receiving $100 per month in 1971. Since the early 1970s, optometric scope of 
practice has changed dramatically. Today, optometrists are primary care providers 
who are permitted by state law to diagnose and treat ocular injury and disease. In 
recent years, optometric residencies have proliferated, 27 states have passed 
therapeutic pharmaceutical (TPA) legislation, and medicare parity with ophthalmology 
has been achieved. In military settings, optometrists are typically privileged to use 
therapeutic drugs, to perform minor surgical procedures such as removal of ocular 
foreign bodies, and to medically profile patients with vision problems. Optometrists are 
given the authority and responsibility for making independent decisions to diagnose, 
initiate, alter and terminate medical care regimens. 72 Often optometrists are the only 
local vision care providers and are expected to evaluate and treat any and all ocular 
problems. This situation is certainly true in combat and has been confirmed in the 
recent conflict to liberate Kuwait. In some locales, military optometrists may take 
emergency room call. Professional pay, to many military optometrists, is a poor 
reflection of their expected professional role. When compared to other professionals 
on active duty, especially dentists and general physicians who receive greater 
professional and special pays, the equity issue is especially disturbing. As one 
separated Army optometrist commented, " ... professional pay is a joke and total pay is 
not in line with dentists, general M.D.s, etc." 
Survey respondents frequently described professional pay with the word 
"insulting." One Air Force optometrist, who separated with four years of service stated, 
"Pro pay of $100 a month is no inducement to stay in. Even $500/month is much less 
than the 0. D. contributes." Another Air Force respondent, who left active duty in 1989 
with five years of service stated, "Pro pay ... points up the fact that optometry is 
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considered some sort of second class profession." An Army respondent who left in 
1986 complained, "Professional pay of $100 is a niggardly and insulting sum and 
either should be raised, or renamed 'retention bonus'. Professional men and women 
are certainly worth more than this stinking $1 00." Finally, an Air Force respondent with 
three and one half years of service who left in 1989 put it bluntly, "Treat them 
[optometrists] as doctors and pay them as doctors-- period!" 
The results of the present study suggest that an increase in professional pay of 
$500 per month would moderately or greatly increase the probability of staying for 
78% of the active duty respondents. Among those on their initial tour, 89% say they 
would elect to stay on active duty with such an increase. Perhaps more telling is the 
finding that for 38% of separated respondents, who presumably are established in 
some type of practice, the $500 would increase the probability of returning to active 
duty. A professional pay increase of $500 per month would have the effect of 
equalizing the pay between military optometrists and civilian employed optometrists 
(see Figure 4-1 ). Note, however, mid-career military optometrists would still make less 
than civilian optometrists in spite of such an increase in pro pay. Nonetheless, an 
increase in professional pay appears to have the potential to dramatically influence 
turnover. 
108 










EXISTIN~ PAY ,, .. 
$90,600 
• INITIAL CAREER 
D MID-CAREER 
• LATE CAREER 
$0 $1 0 $20 $30 $40 $50 $60 $70 $80 $90 $1 00 
IN THOUSANDS OF DOLLARS 
Source: AWhor, Military Pay and Allowance Tables, Optometric Management Annual Income Survey.73 
Note: MilitQ~ salaries were based on pay tables effective January 1 , 1991. Professional pay of $500 per 
month ($6QQO/year) was added to the income for military to create the ~military: increase propay" category. 
Estimated ',Eederal tax was removed to derive net incomes for military. •Initial career'' represents civilian 
optornetris! -With less than 10 years of practice and an 0-3 military optometrist with four years of service. 
•Mid-caree,,y;represents 10-19 years of practice for civilians and 12 years of service for military optometrist 
as 0-4. "L~~ ~areer'' repre~ents 20-29 years of practice for civilian optometrists and 22 years of service 
for the 0-~ pllhtary optometnst. 
': , '. 
Promotion 
P~9rnotion opportunity, like pay, appears to be a powerful inducement to leave 
active military service. Three factors may underlie promotion: economic, status, and 
~ ~ ' .; 
job (car~~f) security. 
Wjlp promotion to the next higher rank, a military officer receives additional pay, 
which po~itively influences his financial situation. He is further recognized for the 
experien~~ he has acquired, as well as for potential to make future contributions to the 
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organization. He is afforded increased respect by virtue of the rank, especially by 
o!f. 
those wno are junior to him, as well as increased pride. Finally, promotion takes him a 
step clo~~r to retirement eligibility, adding a greater sense of job security. Under the 
present personnel management system in the military, once promoted to major (Army 
and Air ~orca) or lieutenant commander (Navy) an officer is normally assured of 
retirem~pt at 20 years . 
..... 
A !T'ajority --over 70% --of all separated respondents cited lack of promotion 
opportu~jty as a reason to leave active duty. Nearly 40% of active duty also cited 
promotiqp opportunity as an inducement to leave. Such findings are consistent with 
other studies which have identified promotion opportunity as a determinant of 
:~ .. 
turnovet! ~3 
Bised on responses to the satisfaction variables, promotion opportunity is 
revealeq ;;iS a dissatisfier by a majority of respondents. Sixty-seven percent of all 
active dl!ty respondents and 71% of all separated respondents confirmed that 
)$::·, 
promotiop opportunity was a dissatisfier. Among separated respondents, this factor 
J::·, 
was the q~ost frequently cited dissatisfier. 
C51uses for this dissatisfaction seem to focus on the method by which 
optomet~jpts are promoted and the rate at which they are promoted. Optometrists are 
promote9 on a "best qualified" basis and must compete with officers in other medical 
specialti'~ for promotion slots. Only a limited number slots are available. Regardless 
of how "!,~II qualified an individual optometrist is, if he or she does not make the 
promotiO!J cut, he or she is passed over. Involuntary separation normally occurs with a 
second ~iiss over. In the past, optometrists have been selected for promotion at rates 
lower th~o others in like situations. Consequently, optometrists who have had 
apparently faultless records have been passed over. A common retirement rank for 
active d~tY military optometrists is lieutenant colonel (Army or Air Force) or 
comman9~r (Navy) -- pay grade 0-5. Even retirement at 0-4 occurs (as evidenced in 
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Table 3"16, where 30% of respondents were in pay grade 0-4 at retirement). In 
contrast, physicians and dentists are promoted on a "fully qualified" basis, whereby 
they m~~t meet specific standards to be non-competitively selected for promotion to 
the next rank. Physicians and dentists are generally able to retire in the pay grade of 
0-6 (Arr;py and Air Force colonel or Navy captain). 
Tbe discontent with promotions is evident from comments made by 
y' 
respond~nts. One Air Force officer, who retired as a major, suggested, "Promotion 
opportur;)ities are very limited beyond the grade of major and are heavily weighted in 
favor of gon-clinical practitioners ... " A Navy respondent, who separated with three 
years of ~ervice, said, "Military rank advancement must be more certain." Another 
Navy re~pondent who left in 1986 with three years of service commented, "To be a 
good 0. p. and treat your patients well is not enough to be promoted ... " Suggesting 
that poor promotion rates foster lack of job security, a separated Navy respondent, who 
had S9f'\'tld three years, stated, "There is no 20 year guarantee ... " Another Navy 
respond~nt, who separated with 11 years of service, said, "The thought of being forced 
out at 1 ~ years with a history of excellent fitreps [fitness reports] destroyed my faith in 
the syst~m." An Army respondent, who left in 1988, commented, "Career 
advanc~rnent was far from assured ... " An Air Force respondent with three years of 
service ~1 separation related, "I didn't want to serve eight years, be passed over and 
separat~ without benefits of any type." 
N~vy respondents, both active and separated, appeared to be even more 
dissatisf!~d with promotion opportunities compared to the Air Force and Army samples. 
This suggests a perception of even less promotion opportunity for optometrists in the 
.. '('-; 
Navy th~p the Air Force or Army. 
Pr.Qmotion opportunity is viewed as an increasingly important factor with greater 
years of §ervice. It is a greater dissatisfier to those in mid-career, compared to those 
early in !~eir careers or retired. This trend likely reflects the fact that the critical 
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promotions to 0-4 and 0-5, which determine ultimate career length, occur in mid-
_,':?-_ 
career. ~reater apprehension occurs during this time because of the decreasing 
promotl9n rates dictated by DOPMA9 and because of the historically poor record of 
promotigns. As the results suggest, by mid-career, optometrists have committed 
themsettes to a career in the military. Presumably they desire to be successful. 
Promot!9n to the next higher rank is a strong measure of success. Promotion 




B~reaucracy as a determinant of turnover does not appear to have been well 
.-.;· 
studied: The term itself has a general negative connotation and denotes an inflexibility 
within th,~ system or organization. It may be thought of as a layering of obstacles 
within an organization which prevents timely accomplishment of goals or tasks. 
Bureau~racy, in the context of this survey, may well assess a general negative attitude 
toward the military organization, and may simply measure dissatisfaction. Whether 
"bureau9racy" measures the general perception of organizational inflexibility, or 
whether it measures the specific perception of how the organization interferes with the 
delivery 9f health care remains is unknown. Future research will need to determine 
the com~onents of bureaucracy as they affect the leave/stay decision. 
;, 
B~reaucracy was cited as a reason to leave by 66% of all separated 
11. 
respond~nts. Only 37% of active duty respondents cited it as an inducement to leave. 
Perhaps, those factors which have contributed to "bureaucracy" have changed over 
time. ~~1ereas bureaucracy was a dissatisfier several years ago when the separated 
9 DOPMA1 lhe Defense Officer Personnel Management Act, is legislation enacted by Congress to 
estabish 8, t,.miform officer personnel management system for all the services. It became law on 
SeptembEAf 15, 1981. 
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respongents were on active duty, in today's military, the effect of bureaucracy may be 
reduced. 
~i.' ' 
~Navy respondent who separated with three years of service stated, "I loved to 
serve my country, I felt an obligation to do so, the clinical experience was great, the 
pay fair, but the politics, bureaucracy and backstabbing were unbelievable." 
·:¥ 
9f interest is the finding that the most frequently cited reason for leaving the 
military QY Navy separated respondents was bureaucracy. Twenty percent more Navy 
responq~nts cited this factor than Army or Air Force respondents. Such a finding 
sugges!~ a perception of increased bureaucracy in the Navy. 
Other Reasons For Leaving 
A!though not included in the five most frequently cited reasons for leaving, 
~ ... · 
several gther reasons were cited by a large number of separated respondents. Two 
reasona ,.- control over assignments and stature of optometry in the military -- were 
cited by more than 50% of separated respondents. Between 40% and 50% of 
respon~~nts cited administrative tasks, frequency of PCS moves, opportunity to 
practice~ desired, and military leadership. 
qpntrol over assignments presumably assessed the degree of influence 
optomelr:ists have on choice of upcoming assignments. Although 55% of separated 
respond,~nts chose control over assignments as a reason for leaving, only 13% of 
active d~ty cited it as an inducement for leaving. Such a contrast may reflect a change 
over ti"l~ in the perceived control over assignments. Perhaps, in recent years, 
individu~l officers have been afforded a greater voice in the assignment choice. 
S,!~ture of optometry in the military was cited as a reason to leave by 53% of 
separat~9 respondents and was reported as a dissatisfier by 56% of separated 
respon~~nts. Again, this factor was cited by relatively few active duty respondents--
15% -- C3:§ an inducement to leave. The implication of these findings is that there may 
have be~n a change in the perception of optometry's stature in the military in the last 
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several years. Perhaps the expanding role of optometry, among other factors, has 
created s;t perception of greater stature of optometry in the military. An alternative view 
is that t~ose who leave have a different view of stature compared to those who stay. 
Stature i~ likely linked to other variables as well, including professional pay, collateral 
duties, 9pntrol of patient care, and relationships with other health care professionals. 
Future §tudies may clarify changing attitudes and links to other variables. 
fi~quired administrative tasks, frequency of Permanent Change of Station 
(PCS) rnpves, opportunity to practice as desired, and military leadership were all cited 
as reas9ns to leave by a large number of separated respondents. Relatively few 
active ~yty respondents cited these factors as inducements to leave. Again, changing 
percept~9ns, or changing realities, may explain these findings. 
The additional variables discussed in this section represent potentially 
important factors in the leave/stay decision of optometrists. They do not appear to be 
of the fl)51gnitude of pay and promotion, but may be important to those who manage 
human ~~sources. Some of variables, unlike pay and promotion, may be easier to 
modify ~inca many do not require changes in law and approval by Congress. 
Changin9 these factors may allow policy makers to more cheaply "fix" the retention 
problem, Future research may be useful in determining the actual effect of these 
subordil)~te variables on retention. 
What Discriminant Analysis Suggests 
The Combined Model 
T~e discriminant analysis, which was performed on the 36 stay/leave variables, 
permits~ different approach to determining critical variables involved in the decision to 
leave or §tay. This technique allows the accomplishment of two objectives: 1) the 
ranking 9f variables according to the relative contribution to the discriminant function, 
which p~rmits a measure of relative importance to be assigned to each variable, and 
2) the cl~ssification of respondents as stayers or leavers by a combination of variables. 
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Discriminant analysis by itself does not provide a list of critical variables; rather, it 
provides ;:a list of variables that distinguish between leavers and stayers. A variable to 
which b9~h leavers and stayers strongly agreed or disagreed may not be a variable 
which di§Jinguishes leavers from stayers. Regardless of the strength of response, 
such a qj$Criminating variable must still be entered in any model of the leave/stay 
decision fiind must be considered by researchers, policy makers, and managers who 
are inter~sted in addressing staffing problems. 
Di~criminant analysis allows classification of cases or respondents into groups, 
based o'l the relative contribution of responses to specific variables. Presumably each 
variable v,yhich was a discriminator (and led to group classification), contributed more 
to the d~qision of the respondents to leave than stay; the contribution was great 
enough f9r the leavers that they, in fact, left. These variables did not induce those who 
remaineg to leave, since they elected to remain on active duty. As can be seen from 
the resul~~ (see Table 3-83), for the entire combined sample, five variables contributed 
most to the discriminant function: LVPAY, LVPRACT, LVCIVOD, LVSTAFF, and 
LVPCS. The combined contribution of these five variables to the total discriminating 
power of the discriminant function was 50%. We can presume that those who left 
active dLJ.lY felt more strongly about pay and benefits (LVPAY), the opportunity to 
practice ~s desired (LVPRACT), the earnings of civilian counterparts (LVCIVOD), the 
number 9f supporting staff (LVSTAFF), and the frequency of PCS moves (LVPCS). 
Although they appear to be potent discriminators, the variables are a measure of 
attitude ~pd may or may not accurately reflect reality. 
A$ has been discussed previously, attitudes toward some variables may have 
changed qver time. Although the last separated respondents left in 1989, over two-
thirds hag left by 1985. Therefore, most of the perceptions of the separated group are 
based Or)~ pre-1986 reality. In contrast, the active duty sample related their 
perceptions of military service as it is now. Perhaps some of the factors which appear 
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as discriminators may simply reflect how times have changed. Research by 
Youngblood et. af.41 has demonstrated that variables relevant to turnover do in fact 
change with time. The ability to practice as desired may have changed over the past 
several years. Similarly, the technician staffing problem, which did exist in the Army, 
has app~rently been resolved. Further study is suggested in order to factor out 
discrimi~~tors which may reflect change over time from those that truly discriminate 
leavers from stayers. 
Tbe discrimininant analysis contributes additional information about the factors 
involved in the leave or stay decision. 
PC;iy consistently surfaces as a discriminator. One of the three aspects of pay 
enters into all four of the discriminant analysis models. The variable LVPAY 
consistently ranks first or second in its contribution to the ability of the discriminant 
function !O actually discriminate leavers from stayers. Such results reconfirm the 
importan9e of pay. Pay which is perceived as inadequate, inequitable or significantly 
less in a!Jlount compared to colleagues appears to be a potent determinant of leaving. 
Presumat)ly, for stayers, pay is tolerable and other factors more important in the 
< 
leave/stay decision. 
LVPRACT surfaces as a discrimininator in the combined model and the Navy 
model, le,~ding one to postulate that opportunity to practice as desired is an important 
factor whi~h discriminates leavers from stayers. Civilian practice offers more 
opportunity for independence and freedom from control than the military. Optometrists 
as indep~ndent practitioners, can choose to "be their own boss" in the civilian sector. 
Optometry Admission Test data show this factor to be a chief reason students select 
optometry as a career.74 The inability to practice independently in the military was 
cited as ~ dissatisfier in the 1989 Report to Congress.17 The idea of controlling one's 
own destiny was frequently voiced by separated respondents in their comments. One 
Army respondent who separated in 1987 said he left active duty because of "[t]he 
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desire to be in total control of my scope of practice and office operations." Another 
separated respondent declared: "I desired self-employment which means control over 
my practice and personal life." 
LVSTAFF, the number of ancillary staff, ranks high in the combined model, 
suggesting a perceived lack of adequacy of such staffing. Inadequate staffing was 
cited as a,n "irritant" by the 1989 Report to Congress.17 Whether it is still an irritant 
must be further studied. 
LVPCS enters the combined model and the Army model, suggesting that the 
number ~nd frequency of moves may be a dissatisfier and may lead to turnover. One 
Army respondent who separated with three years of service stated that he would have 
stayed if ~ among other things, there were " ... fewer PCS moves." 
LVCONT is a discriminator, suggesting that perceived lack of control over 
assignm~nts may be a critical variable in the decision to leave or stay. The results 
show th~t control over assignments appeared to be a reason to leave. This variable 
may be linked to LVPRACT via the underlying construct of control or self-
date rmi n ~tio n. 
LVRECOG, professional recognition, appears significant in distinguishing 
leavers from stayers. Certainly if a professional perceives that he or she is not 
recogniz~d for his professional abilities, he/she likely will be dissatisfied with the 
practice ~ituation and is more likely to leave. Again, professional recognition may 
have changed over time, or stayers and leavers may view LVRECOG differently. 
Army, Navy and Air Force Models 
VC!riables which uniquely enter the model for only one branch may reveal 
differencQs about the three branches of service. If a variable contributes strongly to 
one discriminant function, but not to another, it can be presumed that the variable is 
critical for that model. 
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In the Army model, LVPAT (control over patient care) and LVPROM (promotion 
opportunity) are unique. This finding suggests that these are critical variables in 
distinguishing Army optometrists who leave from those who stay. The apparent 
dissatisf~ction with control over patient care may reflect the influence of ophthalmology 
in the optometric scope of practice, especially in medical centers. The influence of 
ophthalmology may be changing, at least in the medical centers, where recent policy 
changes have removed the optometry section from the ophthalmology service and 
placed it in the Department of Primary Care and Community Medicine. Promotion 
rates within the Army have been low in the mid-1980s, and may be reflected in the 
discriminant analysis results. 
In the Navy model, LVLIFE (lifestyle) and LVPROPAY (professional pay) are 
unique. It can be presumed that specific elements of Navy lifestyle are dissatisfiers. 
Professional pay, too, was a unique discriminator which may reflect a stronger 
perceptiqn of inequity on the part of Navy respondents. 
The only unique contributor for the Air Force model was LVEQUIP. Presumably 
those who left the Air Force perceived the way optometry clinics were equipped as 
less than adequate. Change over time may be critical in the ability of this variable to 
discriminate. 
Interpreting Discriminant Analysis 
As has already been suggested, using discriminant analysis to study 
differences between leavers and stayers, may lead to some difficulties in 
interpretation. Certainly there may be real differences between leavers and stayers, 
represented by the variables most strongly contributing to the discriminant function. 
However, it is also possible that real changes (or even perceptual changes) have 
occurred over the years since the majority of the separated respondents had been on 
active duty. Further research, preferably of longitudinal design, is necessary to 
properly interpret the results. 
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The Bottom Line On Leaving 
Pay and promotion are potent dissatisfiers which seem to contribute to the 
departur~ of optometrists from active duty. In order to enhance retention, pay and 
promoticm must be addressed by concerned policy makers and managers. By 
modifying these factors in a positive way -- i.e., by increasing pay and enhancing 
promotion opportunity-- a larger pool of applicants interested in a career in military 
optometry will be generated. This allows the military to selectively retain quality 
optometrists on active duty. The issue of quality is not addressed by this study, but in 
worthy of further examination. It should be of great interest to know if current policies 
retain the "best," the "worst," or mediocre performers. See Mobley32 and Price and 
Mueller38 for a discussion of the consequences of turnover. 
Certain other factors may also be influential in the leave/stay decision. They too 
need to be addressed by managers and policy makers who are interested in a 
systematic method to modify retention. Many of these factors, such as control over 
assignments, frequency of PCS moves, and required administrative tasks can be 
modified with minimal fiscal impact. 
Inducement to Remain 
The emphasis in many turnover studies has been the factors which have 
contributed to leaving. There are also satisfiers, however, which contribute to the 
decision ~o remain. In the present investigation, active duty optometrists were asked 
which of ~he leave/stay variables were inducements to remain. Retirement benefits, 
control oyer assignments, job security, and location of present assignment were the 
primary inducements to remain. 
R~tirement benefits-- specifically a 20-year retirement with 50% of base pay--
has been an effective retention tool for the military for many years. Among the active 
duty respondents, it was the most frequently cited inducement to remain. If no 
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significant changes are made, the generous military retirement system should 
continua to attract officers, including optometrists, into the military. 
Traditionally, the military has offered job security unmatched by the private 
sector. Active duty respondents apparently see the military as a secure career. 
Assuming no changes in selective retention policies of those non-select for promotion 
occur, jop security in the military should continue to attract and retain optometrists. 
Control over assignments is perceived as an inducement to remain. 
Presum~bly if one can choose the type and location of assignment, he or she will be 
more salisfied and will likely remain on active duty. Similarly, if one is happy with the 
current location, he or she will more likely remain. The likelihood of being satisfied is 
likely greater if the assignment was chosen by the individual. 
Factors which are satisfiers and encourage optometrists to remain on active 
duty are important for policy makers to evaluate when formulating staffing programs. It 
would seem prudent to avoid modifying any factors which are already effective in 
encouraging optometrists to remain on active duty. 
The Role of Satisfaction 
General Satisfaction 
One variable which has been well studied which appears to have a relationship 
to the tu~nover process is overall satisfaction.33 Satisfaction has been shown to be a 
determin~nt of turnover as well as an intervening variable (see Price28 and Martin40). 
The concept of overall satisfaction can be considered the net sum of the weighted 
attitudes ~oward various specific satisfiers. 
Overall satisfaction with the military optometric experience is quite high for both 
separatec;i and active duty optometrists. Presumably those who left active duty would 
be less satisfied than those who chose to stay. In fact that is not the case. Satisfaction 
does not appear to be a discriminator. The high percentage of positive responses 
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was ne~r1y equal for active duty and separated respondents. Ukewise, Army, Navy, 
and Air force respondents were equally satisfied. 
Although optometrists claim to be satisfied with their military experience, the net 
sum of tbe specific satisfiers appeared negative; i.e., certain specific satisfiers weighed 
so heavi!y in the decision to leave that optometrists desired to leave active duty. The 
relative iittraction of specific satisfiers was greater in the civilian sector. Presumably, 
the net s,um of specific satisfiers was positive in the case of those who chose to remain 
on activ~ duty. 
The one measure of general satisfaction to which active duty and separated 
respondents did not respond so positively was the assessment of the military as a 20-
year car~er. The greatest percentage of active duty and separated respondents 
viewed the military as a "fair'' choice for a 20-year career. This measure may 
incorpor~te dissatisfaction with promotion, pay, and job security, as well as other 
variables which have the potential to influence career success. For the military to be 
rated as a very good place for a 20-year career, factors which are viewed as 
dissatisfiers would have to change. Based on the results, those dissatisfiers which 
would b~ influential in making a decision to leave or stay would be pay and promotion. 
If military pay and promotion were made more equitable, the rating of the military as a 
20-year career would likely be much higher. 
Satisfaction with the military as a place to gain clinical experience was quite 
high. 0\ler 90% of both active and separated respondents considered the military as a 
"good" or "very good" place to gain experience. Although apparently not perceived as 
a good 2,0-year career option, the military is apparently perceived as a good initial 
practice Qption. 
Specific Satisfactions 
Al~hough general satisfaction was quite high, as previously mentioned, 
respons~s to specific satisfactions varied. 
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Djssatjsfjers 
Promotion opportunities and pay seem to be the primary dissatisfiers for both 
separated respondents and active duty respondents. Stature of optometry, although 
less frequently cited by both active duty and separated respondents, appears to be a 
dissatisfier. Professional recognition was also a dissatisfier to a large number of 
separated respondents. 
The dissatisfiers appear to be associated with the inducements to leave active 
duty. The more likely a specific aspect is viewed as a dissatisfier, the more likely it is 
also an inducement to leave. Not all inducements to leave or stay were evaluated as 
satisfiers or dissatisfiers. 
Satjsfjers 
A number of other factors were frequently cited by active duty respondents as 
satisfiers --e.g., benefits, job security, variety of work, autonomy, control of patient 
care, professional recognition, responsibility, physical surroundings, professional 
development opportunities, and location of assignment. It must be emphasized that 
these satisfiers were assessed only of active duty respondents. These satisfiers seem 
to reflect the positive aspects of the military. Retirement at 50-75% of base pay is 
considered a generous benefit. The various benefits-- free health care, post 
exchange and commissary privileges, educational opportunities, etc. -- are viewed 
positively. The broad scope of practice of military optometrists and the use of 
therapeutics is apparently a satisfier. Variety of work, where optometrists may be 
involved in activities other than clinical care, may be viewed positively. The fact that 
professional recognition and amount of responsibility satisfiers is not surprising. 
Although the amount of control over patient care and freedom/autonomy may vary 
depending on assignment, it is plausible that a majority of those on active duty 
perceive that they are in control of their professional lives. 
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Many of the separated respondents commented on specific satisfiers. One Air 
Force respondent, who separated in 1989 after three years of service, commented, ."1 
can;t think of a better way to gain experience right out of school or even later." Another 
Air Force respondent who left in 1989 stated, "The clinical experience was good." A 
separated Army respondent, with three years of service, discussed his satisfaction with 
"nice travel," "good benefits," and "good mix of patients." 
Potential Determinants of Turnover 
Although not directly assessed as part of the leave/stay variables, other 
determinants of turnover behavior were assessed by the survey instruments. These 
include commitment, communication, opportunity and intention. In any future study, 
these variables should be included in any measure of leaving or staying. 
Commitment 
It is reasonable to assume that those who are committed to a career or 
profession are more likely to stay, and those less committed more likely to leave. The 
construct of commitment as a determinant of turnover behavior is well established in 
the turnover literature. 33 
Most respondents, active and separated, were committed to the military and to 
optometry. A smaller percentage looked forward to leaving the military (21% active 
and 35% separated). Of interest, however, were the responses to two statements 
about how each respondent viewed himself: as a military officer who happened to be 
an optometrist and as an optometrist who happened to be a military officer. Although 
the official "party line" in the military is that one is a military officer first, a majority of 
respondents, both active (53%) and separated (73%), thought of themselves as 
optometrists first. Fewer respondents thought of themselves as military officers first 
rather than optometrists (22% of active respondents and 1 0% separated). These 
findings suggest that there are in fact two professions to which military optometrists 
belong-- the military and optometry. Each military optometrist chooses his primary 
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profession. Shore and Martin have stated, "It may be that professionals' primary 
commitment is to the occupation rather than the organization. •'75 From the survey 
results, most optometrists appeared to choose optometry as their primary commitment. 
Several trends which were apparent when looking at the frequency data for 
commitment were statistically significant. Active duty respondents, with increasing 
years of service were more likely to look forward to leaving the military, presumably 
anticipating retirement at 20 years. Separated respondents are less likely to look 
forward to leaving until after the 20 year mark. This may reflect uncertainty about 
career changes being made in mid-career. Commitment to the military increases with 
more years of service for both active and separated respondents. 
Of primary interest is the fact that both active duty and separated respondents 
indicated that they were committed to the military, especially as they became more 
senior. Based on the commitment results, it would be hard to distinguish leavers from 
stayers. Commitment-- at least the way in which it was assessed in this study-- does 
not appear to be a critical variable for military optometrists. However, when asked to 
prioritize commitments, as was done in the questions about military officer as an 
optometrist and optometrist as a military officer, military optometrists are more 
committed to their larger optometric profession rather than to the military. How 
optometrists prioritize their commitment to various associations (e.g., the military 
generally, their branch of service, and optometry) may be worthy of further study. 
Communication 
Good communication within the organization may enhance retention rates of 
military optometrists. Ukewise, poor communication may influence optometrists to 
leave. This concept is supported in the literature.33 
More than half of the active duty respondents acknowledged effective 
communication within the military: good rapport with rater, effective exchange of 
information in work group, well informed by military optometry, and candid discussion 
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with assignments officer. Less than half indicated that they were kept well informed by 
their organization. Of interest is that being kept informed by military optometry and 
candid discussions with assignments officer were statistically significant when 
compared by branch. The data suggest that the Navy respondents believed they are 
kept less well informed by military optometry than the Air Force and Army. The Army 
and Navy respondents also indicated that they have less effective rapport with their 
assignments officer. These findings again may reveal real differences between the 
three organizations or simply differences in perceptions. 
A majority of separated respondents admitted good rapport with their rater or 
supervisor at the time of separation. Less than half agreed or strongly agreed with the 
other communication statements. As was the case with the active duty sample, the 
assignments officer question was significantly different for each branch of service, with 




About half of active respondents indicated that they perceived it was easy or 
very easy to find a desirable civilian practice opportunity. Over three-quarters of 
separated respondents admitted that it was easy or very easy to find a desirable 
practice opportunity. The separated respondents are of course speaking from 
experience, since they actually left active duty and braved the job market. The 
presumption is that, for optometrists, finding employment or practice opportunities may 
in fact be easy. Supporting this view are the responses from rating the civilian job 
market; more than 60% of active and separated respondents viewed the job market as 
favorable or very favorable. This perception of the job market may encourage 
optometrists to leave active duty. 
Intention 
Intention to search (for outside employment) and intention to leave have been 
shown to be precursors to leaving.25,29 
Active duty respondents (39%) were most often undecided about pursuing a 
military career initially. Separated respondents (44%) most often did not intend to 
pursue a career initially. The fact that active respondents are undecided suggests that 
their initial experiences on active duty may directly influence their decision to leave or 
stay at the point when their obligation is completed. Ensuring positive experiences for 
optometrists, especially during their initial tour, may foster retention. The relationship 
between intention to leave and actually leaving is best determined by comparing intent 
expressed on initial entry to active duty with the behavior of leaving several years later. 
Entry Mode and Leaving 
Noteworthy among the results is the fact that separated and active duty 
respondents generally entered active duty in different ways. The primary mode of 
entry for active duty respondents was as a volunteer without prior obligations; 63% 
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entered in this manner. In contrast, 63% of separated respondents entered primarily 
by way of the Armed Forces Health Professions Scholarship Program (AFHPSP). 
The most frequently cited reason by active duty respondents for entering active 
duty was to gain clinical experience. Separated respondents, on the other hand, cited 
financial support for their optometric education as the primary reason. Both groups 
most often cited support for their financial education as the most important reason for 
entry (18% of the active respondents versus 56% of the separated). The fact that 18% 
comprised the most frequently reported reason demonstrates the response variability 
of the active respondents. The active duty respondents had a number of reasons why 
they entered the active service. The separated respondents, on the other hand, were 
much more "focused" on the important reason for entry. 
These findings suggest that although AFHPSP may encourage optometrists to 
enter active duty, it does not necessarily induce them to stay. It would seem that those 
who come in under AFHPSP have as their primary goal funding of their optometric 
education. They receive money for schooling, repay their obligation, and leave. 
Those who are direct accessions, however, have entered active duty to gain clinical 
experience (or work in different geographical locations, or work in a multidisciplinary 
setting, etc.) . Such incentives may be more enduring, contributi~g to greater 
satisfaction, ultimately leading to a decision to stay. Based on the results of the study, 
there appears a greater likelihood that those who enter as volunteers will become 
career officers and remain on active duty until retirement. 
A related finding of interest is that fewer active Army respondents entered as 
direct volunteers (47% versus 73% Navy and 68% Air Force). This would suggest that 
these individuals perceived advantages in joining the Navy or Air Force, rather than 
the Army. This may allude to an image problem for the Army, a finding supported by 
recent research. 52 If more advantages are perceived in joining the Navy or Air Force, 
the use of AFHPSP may be critical for the Army to maintain adequate manpower. In 
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fact, the Army has experienced more difficulty in recruiting optometrists than either the 
Navy or Air Force.62 
Personnel managers must understand the impact of different incentive 
programs. AFHPSP may be a very effective recruiting tool, but an ineffective, perhaps 
costly, retention tool. Heavy dependence on AFHPSP may foster retention problems, 
since it does not impact greatly on retention. The mode of entry results suggest the 
need to reassess recruitment and retention goals as well as reevaluation of the 
programs used to attain such goals. Longitudinal studies are necessary to verify the 
trends implied by the results of this investigation. As mentioned previously, the impact 
of various recruiting and retention programs on the quality of optometrists retained on 
active duty is also worthy of study. 
Data Collection 
A longitudinal study of variables influencing the leave/stay decision of military 
optometrists is warranted. As Youngblood, et. al. have stated, "Because these 
[turnover] antecedents are not static, longitudinal designs are needed to understand 
the dynamic nature of the turnover process."76 It is recommended that data from 
military optometrists be collected periodically so that longitudinal studies using 
repeated measures designs are possible. At a minimum, newly commissioned 
optometry officers should be given an entrance interview and those separating from 
active service should be given an exit interview. All data generated should be 
consolidated in a centralized database. 
Unfortunately, longitudinal attitudinal data from military optometrists is nearly 
non-existent. Some data are available in the periodic Department of Defense Survey 
of Officers and Enlisted Personnel, most recently completed in 1985.77 Use of these 
data are not practical in the study of optometrists, since few optometrists are included 
in the total sample. Cross-sectional studies have been done, but the number is 
small.52,53 
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Historical data, too, are limited, both in numbers and in quality. Such data have 
not been kept for military optometrists, or are not readily accessible. Even data that 
are currently available, such as that stored at the Defense Manpower Data Center 
(DMDC} in Monterey, California, are not reliable. Air Force Data, provided by DMDC 
for this study, was acknowledged to be inaccurate, presumably due to changes in 
reporting procedures. 78 
With fewer than 600 members at any one time, the population of military 
optometrists is quite manageable for research studies. Documentation of relevant 
data is critical when issues such as professional pay, entry grade, expanded scope 
and others are addressed by the Department of Defense. Without proper 
documentation, only estimates and assumptions can be made. Statements that are 
not backed by real data are simply opinions and lose much of their power to persuade. 
Following are several recommendations concerning data collection. First, until 
better centralized data collection is available, the responsibility for establishment of a 
database should rest with the optometric consultants of each service. An optometrist, 
preferably one in a non-clinical position who has access to computerized data storage 
facilities, should be tasked by each service's consultant to establish and maintain the 
database. A tri-service optometric database, should eventually be established. 
Second, a unit for health services research should be established and staffed by one 
or more optometrists. Such a unit might be a proponent for annual satisfaction 
surveys, staffing studies, entrance and exit interviews, health care delivery studies, etc. 
Even if such a research office is not established, assignment of an optometrist or 
optometrists to an already existing research organization would be an acceptable 
alternative. At the very least, research conducted by optometrists and others should 
be officially encouraged and endorsed. 
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CHAPTER 5. CONCLUSIONS 
The purpose of this investigation was to explore reasons why military 
optometrists elect to leave active duty. Several discriminant analysis models were 
developed, and variables which lead to turnover have been identified. 
The following conclusions can be drawn from this study: 
1. Pay and promotion are critical factors which determine whether military 
optometrists stay on active duty or leave. 
2. Increases in professional pay may encourage retention of military 
optometrists. 
3. Bureaucracy appears to be a critical determinant of turnover. 
4. The determinants of turnover are likely different for optometrists in Army, the 
Navy and the Air Force. 
5. The Armed Forces Health Professions Scholarship Program (AFHPSP) may 
be an effective recruiting tool, but has little effect on retention of military 
optometrists. Most optometrists accessed by AFHPSP do not intend to make 
the military a career. 
6. A number of factors appear to be satisfiers, including benefits, job security, 
variety of work, autonomy, responsibility, professional development 
opportunities, and Ideation of assignment among others. 
From the conclusions, several recommendations can be posited: 
1. Retention goals, addressing both quality and quantity, should be developed. 
The concept of steady state staffing must be incorporated into retention 
goals. 
2. Pay must be made more equitable with that of other military providers and 
must compare more favorably with income in the private sector. 
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3. Promotions, too, must be made more equitable. Promotion rates and years 
of service required for consideration at each promotion point must parallel 
those of other primary care providers, such as physicians and dentists. A 
"fully qualified" promotion system for optometrists would be an acceptable 
start. 
4. Other ancillary factors which influence the decision to leave should be 
evaluated and modified if possible. Factors which might be changed with 
minimal fiscal impact include bureaucracy, control over assignments, and 
frequency of PCS moves. 
5. The real utility of the AFHPSP must also be carefully studied in order to 
determine its cost-effectiveness .aru1 its appropriateness as a staffing tool 
within the military. Perhaps fewer AFHPSP starts coupled with other 
retention incentives is a viable alternative to dependency on the AFHPSP 
alone. 
6. The role of satisfiers and inducements to remain must be factored into 
recruitment and retention policies. Positive aspects of military service 
should be highlighted in order to attract quality people. 
7. Service-specific determinants of turnover should be addressed by any 
retention programs. 
8. The development of an optometric research group is necessary in order to 
collect data and provide needed research about military optometry. 
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Table A-1. Active duty respondent reasons for entering the military 
To AVery To A To A To Little 
Great Great Moderate To Some or No 
Extent Extent Extent Extent Extent 
Reasons N (%) (%) (%) (%) (%) 
1 Presence of draft 343 7.6 2.3 2.9 3.5 83.7 
2 Financial support for 342 20.8 5.9 2.9 0.9 69.6 
education (AFHPSP) 
3 ROTC obligation 342 6.1 0.9 0.3 0.6 92.1 
4 Salary paid as mHtary officer 343 0.3 5.5 23.3 32.4 38 .5 
5 Non-pay benefits 342 2.9 17.0 27.8 27.5 24.9 
6 Acquire additional 343 2.0 4.1 9.0 19.5 65.3 
academic degrees 
7 Family tradition 344 2.3 3.2 8.7 10.2 75.6 
8 Advice from family/friends 344 0.9 4.4 11.6 20.4 62.8 
9 Job security 343 6.4 21.3 30.3 22.5 19.5 
10 To serve the United States 344 8.4 21.2 33.7 21.5 15.1 
11 To continue military career 342 5.8 8.2 7.9 10.2 67.8 
1 2 To practice in a 343 13.7 32.7 21.9 16.0 15.7 
multidisciplinary setting 
13 To work in different 344 23.8 28.2 18.3 12.8 16.9 
geographic locations 
14 To gain clinical experience 344 28.5 36.6 16.6 10.2 8.1 
1 5 Time available to spend 342 9.9 17.8 17.8 14.9 39.5 
with family 
16 Practice management 342 7.9 16.3 19.2 22.5 33.8 
considerations civ practice 
1 7 To do work other than 341 4.7 7.6 12.9 20.8 54.0 
clinical practice 
1 8 No better practice 341 2.3 4.4 7.6 11.1 74.5 
opportunities available 
1 9 Active duty spouse 343 1.2 1.5 1.2 0.3 95.9 
20 Desire for miUtary career 341 8.2 12.6 15.3 19.9 44.0 
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Table A-2. Most important active duty respondent reasons for entry on active duty 
Reasons N % 
1 Presence of draft 23 6.9 
2 Financial support for education (AFHPSP) 59 17.7 
3 ROTC obligation 21 6.3 
4 Salary paid as miUtary officer 4 1.2 
5 Non-pay benefits 8 2.4 
6 Acquire additional academic degrees 1 0.3 
7 Family tradtion 0 0 
8 Advice from family/friends 3 0.9 
9 Job security 16 4.8 
10 To serve the United States 14 4.2 
11 To continue military career 4 1.2 
1 2 To practice in a multidisciplinary setting 21 6.3 
1 3 To work in different geographic locations 41 12.3 
1 4 To gain clinical experience 56 16.8 
1 5 Time available to spend with family 9 2.7 
1 6 Practice management considerations of civilian practice 6 1.8 
1 7 To do work other than clinical practice 3 0.9 
18 No better practice opportunities were available 9 2.7 
1 9 Active duty spouse 5 1.5 
2 0 Desire for military career 11 3.3 
21 and 22 Other 20 6.0 
TOTALS 334 100.2 
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Table A-3. Separated respondent reasons for entering the military 
To AVery To A To A To Little 
Great Great Moderate To Some or No 
Extent Extent Extent Extent Extent 
Reasons N (%) (%) (%) (%} (%} 
1 Presence of draft 268 7.8 3.7 0.8 3.0 84.7 
2 Financial support for 270 56.7 7.4 3.7 1.5 30.7 
education (AFHPSP) 
3 ROTC obligation 269 3.0 1.9 2.2 0.7 92.2 
4 Salary paid as mUtary officer 269 2.2 4.8 23.8 29.7 39.4 
5 Non-pay benefits 269 2.6 10.0 25.3 33.5 28.6 
6 Acquire additional 270 0.4 0 5.9 10.7 83.0 
academic degrees 
7 Family tradition 270 0.7 1.9 5.9 12.2 79.3 
8 Advice from family/friends 269 0.7 2.2 14.9 21.2 61.0 
9 Job security 270 4.8 14.4 28.9 20.7 31.1 
1 0 To serve the United States 270 7.0 16.7 38.5 19.3 18.5 
11 To continue military career 268 2.2 7.5 7.8 8.2 74.3 
12 To practice in a 270 7.4 27.4 29.3 19.3 16.7 
multidisciplinary setting 
13 To work in different 268 16.8 29.9 21.3 15.7 16.4 
geographic locations 
14 To gain clinical experience 268 26.9 36.2 21.6 8.6 6.7 
15 Time available to spend 270 1.9 14.1 23.7 19.3 41.4 
with family 
1 6 Practice management 269 2.6 14.5 16.0 14.5 52.4 
considerations civ practice 
1 7 To do work other than 270 1.1 4.8 8.2 15.2 70.7 
clinical practice 
1 8 No better practice 270 3.7 4.8 9.6 13.0 68.9 
opportunities available 
1 9 Active duty spouse 269 1.9 0.4 0.4 0.4 97.0 
20 Desire for rnifitary career 265 3.4 9.1 10.9 17.0 59.6 
141 
Table A-4. Most important separated respondent reasons for entry on active duty 
Reasons N % 
1 Presence of draft 20 7.7 
2 Financial support for education (AFHPSP) 147 56.3 
3 ROTC obligation 7 2.7 
4 Salary paid as military officer 3 1.2 
5 Non-pay benefits 3 1.2 
6 Acquire additional academic degrees 0 0 
7 Family tradition 1 0.4 
8 Advice from family/friends 0 0 
9 Job security 5 1.9 
10 To serve the United States 4 1.5 
11 To continue military career 4 1.5 
12 To practice in a muhidisciplinary setting 6 2.3 
13 To work in different geographic locations 13 5.0 
1 4 To gain clinical experience 24 9.2 
1 5 Time available to spend with family 0 0 
1 6 Practice management considerations of civilian practice 6 2.3 
1 7 To do work other than clinical practice 0 0 
1 8 No better practice opportunities were available 6 2.3 
19 Active duty spouse 2 0.8 
2 0 Desire for military career 3 1.2 
21 and 22 Other 7 2.7 
TOTALS 261 100.2 
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Table A-5. Satisfaction with aspects of military service, active duty respondents 
Very Satisfied Satisfied Neither Dissatisfied Very Totals 
Satisfied Nor Dissatisfied 
Dissatisfied 
ASPECTS N % N % N % N % N % N % 
028-1 Pay 0 0 52 15.1 53 15.4 163 47.4 76 22.1 344 100.0 
028-2 Non-pay benefits 28 8.2 198 57.7 68 19.8 43 12.5 6 1.8 343 99.7 
028-3 Location of assignment 132 38.4 141 41.0 43 12.5 19 5.5 9 2.6 344 100.0 
028-4 Prof development opportunites 58 17.0 177 51.9 61 17.9 35 10.3 10 2.9 341 99.1 
028-5 Stature of optometry 25 7.3 111 32.5 63 18.5 104 30.5 38 11.1 341 99.1 
028-6 Promotion opportunity 6 1.8 37 10.9 70 20.7 124 36.6 102 30.1 339 98.5 
~ 
~ 028-7 Physical surroundings 70 20.5 171 50.0 48 14.0 42 12.3 11 3.2 342 99.4 (A) 
028-8 Variety of work 63 18.4 191 55.9 57 16.7 26 7.6 5 1.5 342 99.4 
028-9 Freedom/autonomy 84 24.6 172 50.3 61 17.8 17 5.0 8 2.3 342 99.4 
028-1 0 Prof recognition 41 12.0 161 47.2 77 22.6 45 13.2 17 5.0 341 99.1 
028·11 Military lifestyle 43 12.6 181 53.1 82 24.1 26 7.6 9 2.6 341 99.1 
028-12 Job security 51 14.9 148 43.3 58 17.0 52 15.2 33 9.7 342 99.4 
028-13 Responsibility 76 22.3 203 59.5 38 11.1 15 4.4 9 2.6 341 99.1 
028-14 Control pt care 79 24.2 177 54.1 39 11.9 26 8.0 6 1.8 327 95.1 
Table A-6. Satisfaction with aspects of military service, separated respondents 
Very Satisfied Satisfied Neither Dissatisfied Very Totals 
Satisfied Nor Dissatisfied 
Dissatisfied 
ASPECTS N % N % N o/o N % N o/o N % 
025-1 Pay 5 1.9 61 22.7 69 25.7 92 34.2 42 15.6 269 99.6 
025-2 Non-pay benefits 44 16.3 165 61.1 40 14.8 16 5.9 5 1.9 270 100.0 
025-3 Location of assignment 102 37.8 121 44.8 14 5.2 21 7.8 12 4.4 270 100.0 
025-4 Prof development opportunites 24 8.9 129 47.8 53 19.6 44 16.3 20 7.4 270 100.0 
025-5 Stature of optometry 6 2.2 48 17.8 64 23.7 92 34.1 60 22.2 270 100.0 
025-6 Promotion opportunity 4 1.5 
...... 
31 11.5 43 15.9 103 38.2 89 33.0 270 100.0 
~ 025-7 Physical surroundings 22 8.2 142 52.8 55 20.5 40 14.9 10 3.7 269 99.6 ~ 
025-8 Variety of work 29 10.7 122 45.2 66 24.4 41 15.2 12 4.4 270 100.0 
025-9 Freedom/autonomy 35 13.0 107 39.8 48 17.8 59 21.9 20 7.4 269 99.6 
025-1 0 Prof recognition 15 5.6 77 28.5 73 27.0 71 26.3 34 12.6 270 100.0 
025-11 Military lifestyle 24 8.9 125 46.3 72 26.7 33 12.2 16 5.9 270 100.0 
025-12 Job security 41 15.2 121 45.0 43 16.0 44 16.4 20 7.4 269 99.6 
025-13 Responsibility 39 14.5 154 57.3 51 19.0 18 6.7 7 2.6 269 99.6 
025-14 Control pt care 42 15.7 126 47.0 30 11.2 57 21.3 13 4.9 268 99.3 
Table A-7 .. Means, standard deviations, and univariate F test on satisfaction by branch of service, active duty 
respondents 
ARMY NAVY AIR FORCE 
ASPECTS M so M so M so df F p 
028-1 Pay 3.80 0.99 3.70 0.97 3.77 0.95 2,341 0.266 .7664 
028-2 Non-pay benefits 2.40 0.91 2.42 0.95 2.43 0.81 2,340 0.036 .9648 
028-3 Location of assignment 1.81 0.98 1.83 1.03 2.07 0.94 2,341 2.648 .0723 
028-4 Prof development qpportunites 2.40 1.04 2.20 1.07 2.29 0.85 2,338 0.958 .3846 
028-5 Stature of optometry 3.49 1.17 3.10 1.27 2.73 1.01 2,338 14.298 .0001* 
028-6 Promotion opportunity 3.84 0.98 4.11 1.09 3.66 1.01 2,336 5.252 .0057* 
_.. 028-7 Physical surroundings 2.23 0.98 2.31 1.06 2.29 1.04 2,339 0.152 .8592 
~ 
028-8 Variety of work 01 2.25 0.93 2.11 0.91 2.17 0.80 2,339 0.599 .5500 
028-9 Freedom/autonomy 2.08 0.97 2.01 0.87 2.17 0.88 2,339 0.897 .4088 
028-10 Prof recognition 2.55 1.03 2.67 1.24 2.42 0.88 2,338 1.654 .1929 
028-11 Military lifestyle 2.36 0.88 2.31 0.94 2.36 0.87 2,338 0.093 .9109 
028-12 Job security 2.83 1.28 2.83 1.41 2.34 0.92 2,339 7.378 .0007* 
028-13 Responsibility 1.91 0.79 2.25 1.15 2.05 0.70 2,338 3.786 .0236. 
028-14 Control pt care 2.12 0.99 2.04 0.96 2.10 0.84 2,324 0.207 .8129 
*p<.05 
Table A-8. Means, standard deviations, and univariate F test on satisfaction by career stages, active duty respondents 
INITIAL CAREER RETIREMENT 
ELIGIBLE 
ASPECTS M so M so M so df F p 
028-1 Pay 3.88 0.90 3.75 0.98 3.49 1.00 2,339 2.289 .1029 
028-2 Non-pay benefits 2.30 0.83 2.53 0.89 2.27 0.91 2,338 2.976 .0523 
028-3 Location of assignment 1.99 1.09 1.94 0.93 1.70 0.85 2,339 1.159 .3149 
028-4 Prof development opportunites 2.44 1.02 2.26 0.94 2.09 0.93 2,336 2.161 .1168 
028-5 Stature of optometry 2.96 1.18 3.16 1.14 2.77 1.33 2,336 2.103 .1237 
028-6 Promotion opportunity 3.65 1.01 3.97 0.98 3.58 1.30 2,334 4.627 .0104* 
~ 028-7 Physical surroundings 2.15 0.96 2.39 1.04 2.09 1.16 2,337 2.708 .0681 
~ 
m 028-8 Variety of work 2.25 0.883 2.16 0.86 2.00 0.90 2,337 1.116 .3289 
028-9 Freedom/autonomy 2.11 0.91 2.14 0.93 1.82 0.73 2,337 1.799 .1670 
028-10 Prof recognition 2.47 1.03 2.56 0.98 2.46 1.28 2,336 0.313 .7317 
028-11 Military lifestyle 2.60 0.981 2.24 . 0.78 2.03 0.95 2,336 8.427 .0003* 
028-12 Job security 2.38 1.04 2.89 1.20 1.79 1.05 2,337 16.813 .0001* 
028-13 Responsibility 2.10 0.82 2.04 0.82 2.03 1.24 2,336 0.176 .8383 
028-14 Control pt care 2.12 0.97 2.09 0.88 1.93 0.96 2,322 0.501 .6063 
*p<.05 
Table A-9. Means, standard deviations, and univariate F test on satisfaction by branch of service, separated 
respondents 
ARMY NAVY AIR FORCE 
ASPECTS 
M so M so M so df F p 
025-1 Pay 3.35 1.13 3.34 1.09 3.47 0.95 2,266 0.392 .6761 
025-2 Non-pay benefits 2.20 0.84 2.12 0.79 2.14 0.85 2,267 0.217 .8054 
025-3 Location of assignment 2.05 1.13 1.67 0.90 2.02 1.08 2,267 2.417 .0911 
025-4 Prof development opportunites 2.80 1.15 2.44 1.06 2.61 1.00 2,267 2.362 .0962 
025-5 Stature of optometry 3.82 1.13 3.54 0.95 3.26 1.05 2,267 7.381 .0008* 
025-6 Promotion opportunity 4.03 1.04 3.64 1.08 3.89 0.99 2,267 2.691 .0697 
..... 025-7 Physical surroundings 2.60 1.07 2.48 0.80 2.49 0.94 2,266 0.438 .6460 
~ 
........ 025-8 Variety of work 2.49 1.03 2.53 0.99 2.71 1.01 2,267 1.373 .2550 
025-9 Freedom/autonomy 2.71 1.25 2.78 1.05 2.67 1.13 2,266 0.169 .8447 
025-10 Prof recognition 3.27 1.21 3.19 0.99 2.88 1.07 2,267 3.337 .0370* 
025-11 Military lifestyle 2.58 1.05 2.76 0.99 2.52 0.97 2,267 1.070 .3443 
025-12 Job security 2.91 1.23 2.49 1.09 2.18 0.95 2,266 11.627 .0001* 
025-13 Responsibility 2.31 0.98 2.31 0.88 2.16 0.74 2,266 0.877 .4173 
025-14 Control pt care 2.60 1.23 2.53 1.01 2.44 1.08 2,265 0.509 .6016 
*p<.05 
Table A-1 0. Means, standard deviations, and univariate F test on satisfaction by career stages, separated respondents 
INITIAL CAREER RETIREMENT 
ELIGIBLE 
ASPECTS M so M so M so df F p 
025-1 Pay 3.64 1.04 3.13 1.04 3.18 0.96 2,264 7.949 .0004* 
025-2 Non-pay benefits 2.27 0.90 2.07 0.64 2.00 0.93 2,265 2.61 .0754 
025-3 Location of assignment 1.98 1.06 1.96 0.93 1.98 1.39 2,265 0.013 .9868 
025-4 Prof development opportunites 2.85 1.15 2.58 1.00 2.23 0.83 2,265 5.783 .0035 
025-5 Stature of optometry 3.61 1.13 3.60 1.04 3.35 1.05 2,265 0.937 .3931 
025-6 Promotion opportunity 3.95 1.03 3.96 0.96 3.70 1.09 2,265 1.04 .3547 
_._ 025-7 Physical surroundings 2.63 1.02 2.53 0.94 2.23 0.78 2,264 2.683 .0702 
~ 
025-8 Variety of work (X) 2.69 1.04 2.53 1.01 2.30 0.88 2,265 2.489 .0849 
025-9 Freedom/autonomy 2.83 1.18 2.76 1.15 2.23 1.05 2,264 4.453 .0125* 
025-1 o Prof recognition 3.27 1.16 3.21 0.98 2.50 1.04 2,265 8.096 .0004* 
025-11 Military lifestyle 2.78 1.06 2.63 0.93 1.98 0.70 2,265 10.832 .0001* 
025-12 Job security 2.65 1.21 2.69 1.05 2.00 1.04 2,264 5.891 .0031 * 
025-13 Responsibility 2.31 0.91 2.39 0.81 1.85 0.80 2,264 5.706 .0037* 
025-14 Control pt care 2.54 1.12 2.71 1.13 2.08 1.12 2,263 4.186 .0162* 
*p<.05 
Table A-11. Means, standard deviations, and univariate F test on commitment by branch of service, active duty 
respondents 
ARMY NAVY AIR FORCE 
ASPECTS M SD M so M so df F p 
27-1 Military officer as optometrist 4.00 1.85 4.26 2.01 4.14 1.69 2,338 0.470 .6256 
27-2 Optometrist as military officer 2.83 1.85 2.89 1.83 2.95 1.64 2,339 0.156 .8557 
...... 
.J::>. 27-3 Committed to work group 1.67 0.90 1.86 1.22 1.84 0.90 2,338 1.132 .3236 
<0 
27-4 Committed to immediate organization 2.09 1.30 2.17 1.44 2.21 1.22 2,339 0.294 .7478 
27-5 Committed to optometry profession 1.57 0.87 1.71 0.80 1.82 1.06 2,340 2.146 .1185 
27-6 Committed to military 2.38 1.22 2.62 1.61 2.56 1.43 2,340 0.764 .4664 





Table A-12. Means, standard deviations, and univariate F test on commitment by career stages, active duty 
respondents 
IN mAL CAREER RETIREMENT 
ELIGIBLE 
Statements M so M so M so df F p 
27-1 Military officer as optometrist 4.58 1.56 3.97 1.86 3.50 2.11 2,336 6.454 .0018* 
27-2 Optometrist as military officer 2.58 1.54 3.05 1.81 3.00 1.87 2,337 2.728 .0668 
27-3 Committed to work group 1.74 0.88 1.86 1.09 1.55 0.67 2,336 1.703 .1837 
27-4 Committed to immediate organization 2.09 1.08 2.27 1.41 1.85 1.25 2,337 1.794 .1678 
27-5 Committed to optometry profession 1.56 0.90 1.77 0.87 1.85 1.33 2,348 2.273 .1045 
27-6 Committed to military 2.84 1.42 2.42 1.38 2.03 1.43 2,348 5.470 .0046* 
27-14 Look forward to leaving military 4.49 1.71 4.00 1.85 3.84 2.14 2,333 3.065 .0480* 
*p<.05 
Table A-13. Means, standard deviations,and univariate F test on commitment by branch of service, separated 
respondents 
ARMY NAVY AIR FORCE 
ASPECTS M so M so M so df F p 
20-1 Military officer as optometrist 5.07 1.79 5.63 1.47 4.97 1.80 2,267 2.889 .0574 
20-2 Optometrist as military officer 2.22 1.42 2.14 1.15 2.28 1.36 2,267 0.200 .8185 
...... 
01 20-3 Committed to work group 1.96 1.34 1.83 0.87 2.36 1.42 2,266 3.780 .0240* 
...... 
20-4 Committed to immediate organization 2.56 1.53 2.37 1.35 2.56 1.42 2,267 0.379 .6851 
20-5 Committed to optometry profession 1.76 1.02 1.81 0.92 1.86 1.04 2,267 0.263 .7689 
20-6 Commtted to military 3.21 1.72 3.41 1.62 3.30 1.58 2,266 0.294 .7457 
20-14 Look forward to leaving military 3.41 1.84 3.15 1.61 3.77 1.82 2,267 2.288 .1035 
p<.05 
Table A-14. Means, standard deviations, and univariate F test on commitment by career stages, separated respondents 
INITIAL CAREER RETIREMENT 
ELIGIBLE 
Statements M so M so M so df F p 
20-1 Military officer as optometrist 5.58 1.46 4.90 1.76 4.43 2.15 2, 265 9.1 88 .0001. 
20-2 Optometrist as military officer 2.07 1.17 2.23 1.23 2.70 1.83 2,265 3.677 .0266. 
...... 20-3 Committed to work group 2.12 1.27 2.01 1.27 2 .. 05 1.45 2,264 0.205 .8148 
01 
1\) 20-4 Committed to immediate organization 2.66 1.45 2.46 1.45 2.25 1.43 2,265 1.362 .2580 
20-5 Committed to optometry profession 1.84 1.00 1.83 1.05 1.68 0.94 2,265 0.445 .6411 
20-6 Committed to military 3.73 1.59 3.06 1.53 2.35 1.56 2,264 13.579 .0001. 





Table A-15. Means, standard deviations, and univariate F test on communication by branch of service, active duty 
respondents 
ARMY NAVY AIR FORCE 
ASPECTS M so M so M so df F p 
027-7 Communication in work group 2.59 1.24 2.44 1.39 2.29 1.12 2,338 1.82 .1636 
027-8 Informed by immediate organization 3.23 1.49 3.22 1.67 3.09 1.44 2,337 0.36 .6979 
027-9 Informed by military optometry 2.51 1.26 3.10 1.55 2.54 1.17 2,338 5.993 .0028 
027-10 Candid discussion with assignments officer 3.10 1.68 3.44 1.95 2.40 1.31 2,322 12.175 .0001* 





Table A-16. Means, standard deviations, and univariate F test on communication by career stage, active duty 
respondents 
INITIAL CAREER RETIREMENT 
ELIGIBLE 
ASPECTS M so M so M so df F p 
027-7 Communication in work group 2.49 1.35 2.42 1.16 2.21 1.27 2,336 0.658 .5184 
027-8 Informed by immediate organization 3.29 1.61 3.12 1.45 3.06 1.48 2,335 0.567 .5677 
027-9 Informed by military optometry 2.84 1.29 2.63 1.32 2.34 1.43 2,336 1.959 .1426 
027-10 Candid discussion with assignments officer 3.22 1.61 2.80 1.63 2.31 1.77 2,320 4.39 .0131* 





Table A-17. Means, standard deviations, and univariate F test on communication by branch of service, separated 
respondents 
ARMY NAVY AIR FORCE 
ASPECTS M SD M so M SD df F p 
020-7 Communication in work group 2.72 1.64 2.66 1.33 2.91 1.41 2,265 0.663 .5163 
020-8 Informed by immediate organization 3.385 1.58 3.29 1.33 3.16 1.49 2,266 0.578 .5615 
020-9 Informed by military optometry 3.36 1.60 3.73 1.47 3.26 1.71 2,267 1.646 .1947 
020-10 Candid discussion with assignments officer 4.05 1.99 4.41 1.80 3.39 1.92 2,253 5.46 .0048* 





Table A-18. Means, standard deviations, and univariate F test on communication by career stage, separated 
respondents 
INITIAL CAREER RETIREMENT 
ELIGIBLE 
ASPECTS M so M so M so df F p 
020-7 Communication in work group 2.84 1.52 2.93 1.54 2.28 1.20 2,263 2.895 .0571 
020-8 Informed by immediate organization 3.35 1.50 3.41 1.48 2.90 1.41 2,264 1.786 .1697 
020-9 Informed by military optometry 3.63 1.59 3.45 1.57 2.63 1.53 2,265 6.380 .0020* 
020-1 0 Candid discussion with assignments officer 4.06 1.97 3.86 1.84 3.49 2.16 2,251 1.292 .2767 





Table A-19. Means, standard deviations, and univariate F test on economic variables by branch, active duty 
respondents 
ARMY NAVY AIR FORCE 
ASPECTS M so M so M so df F p 
027-12 Salary adequate compared to effort at work 5.36 1.63 5.30 1.74 5.37 1.53 2,339 0.054 .9474 





Table A-20. Means, standard deviations, and univariate F test on economic variables by career stage, active duty 
respondents 
INITIAL CAREER RETIREMENT 
ELIGIBLE 
ASPECTS M so M so M so df F p 
027-12 Salary adequate compared to effort at work 5.62 1.42 5.36 1.56 4.31 2.10 2,337 8.711 .0002* 





Table A-21. Means, standard deviations, and univariate F test on economic variables by branch, separated 
respondents 
ARMY NAVY AIR FORCE 
ASPECTS M SD M so M so df F p 
020-12 Salary adequate compared to effort at work 5.09 1.79 5.00 1.78 5.48 1.49 2,266 2.006 .1365 





Table A-22. Means, standard deviations, and univariate F test on economic variables by career stage, separated 
respondents 
IN mAL CAREER RETIREMENT 
ELIGIBLE 
ASPECTS M so M SD M so df F p 
020-12 Salary adequate compared to effort at work 5.52 1.55 4.83 1.75 5.05 1.78 2,264 4.973 .0076* 
020-13 Income sufficient to allow lifestyle desired 5.29 1.59 4.48 1.81 4.15 1.86 2,264 9.913 .0001* 
*p<.OS 
Table A-23. Response frequencies to leave/stay factors, active duty respondents. 
INDUCEMENT TO REMAIN INDUCEMENT TO LEAVE 
No 
Great Moderate Little to Some Inducement Uttle to Some Moderate 
__.. 
FACTOR 
1 Control over assignments 
2 Location of present assignment 
3 Frequency of Permanent Change of Station 
(PCS) moves 
4 Sensitivity of military to family needs 
5 Number and duration of unaccompanied 
tours or family separations 
6 Funding for continuing education 
m 7 Total amount of pay and benefits 
__.. 
8 Non-pay benefits 
9 Optometry professional pay 
1 0 Retirement benefits 
11 Job security 
1 2 The amount your counterparts earn in 
private practice 
13 Expenses involved in setting up private 
pradice 
14 Professional recognition 
15 Stature of optometry in the military 
1 6 Promotion opportunity 
1 7 Variety of work performed 




























































































































































Table A-23. Continued 
FACTOR 
19 Opportunity to practice as you desire 
20 Number of hours worked each week 
21 Number of patients seen each day 
22 How well military optometry clinics are 
equipped 
23 Required administrative tasks 









25 Number of supporting technical staff 1 3 
26 Competence of supporting technical staff 21 
27 Competence of military optometric colleagues 41 
28 Relationship with immediate rater or 45 
evaluator 
29 Relationship with ophthalmolgy 
30 Bureaucracy 
31 Military leadership 
32 Possibility of going to war 
33 Spouse's or family's desires 
34 Military lifestyle 
35 Family tradition 
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Table A-24. Most important active duty respondent reasons for leaving active duty 
Reasons N % 
1 Control over assignments 10 3.1 
2 Location of present assignment 4 1.2 
3 Frequency of Permanent Change of Station (PCS) moves 10 3.5 
4 Sensitivity of military to family needs 3 0.9 
5 Number and duration of unaccompanied tours or family separations 20 6.1 
6 Funding for continuing education 0 0 
7 Total amount of pay and benefits 35 10.7 
8 Non-pay benefits 0 0 
9 Optometry professional pay 39 11.9 
1 0 Retirement benefits 2 0.6 
11 Job security 4 1.2 
12 The amount your counterparts earn in private practice 49 14.9 
13 Expenses involved in setting up private practice 1 0.3 
14 Professional recognition 1 0.3 
15 Stature of optometry in the military 2 0.6 
16 Promotion opportunity 60 18.3 
17 Variety of work performed 0 0 
18 Degree of control over patient care 2 0.6 
19 Opportunity to practice as you desire 4 1.2 
20 Number of hours worked each week 0 0 
21 Number of patients seen each day 5 1.5 
22 How well military optometry clinics are equipped 2 0.6 
23 Required administrative tasks 5 1.5 
24 Amount of time spent on Quality Assurance (QA) tasks 7 2.1 
25 Number of supporting technical staff 3 0.9 
26 Competence of supporting technical staff 1 0.3 
27 Competence of military optometric colleagues 0 0 
28 Relationship with immediate rater or evaluator 0 0 
29 Relationship with ophthalmology 1 0 .3 
30 Bureaucracy 13 4.0 
163 
Table A-24. Cootjnue..d. 
Reasons N o/o 
31 MiYtary ~adership 2 0.6 
32 Possibi~ty of going to war 7 2.1 
33 Spouse's or family's deGires 21 6.4 
34 Mintary ~1sstyle 3 0.9 
35 Family tradition 0 0 
36 AbiHty of family members to receive health care 0 0 
37 and 38 Other 12 3.7 
TOTALS 328 100.3 
164 
Table A-25. Most important active duty respondent reasons for remaining on active 
duty 
Rea~ons N % 
1 Control over assignments 15 4.6 
2 location of present assignment 17 5.3 
3 Frequency of Permanent Change of Station (PCS) moves 1 0.3 
4 Sensitivity of miUtary to fami!y needs 1 0.3 
5 Number and duration of unaccompanied tours or family separations 1 0.3 
6 Funding for continuing education 6 1.9 
7 Total amount of pay and benefits 24 7.4 
8 Non-pay benefits 6 1.9 
9 Op1ometry professional pay 10 3. ~ 
10 Retirement benefits 50 15.5 
11 Job security 19 5.9 
12 The amount your counterparts earn in private practice 2 0.6 
i 3 Expenses involved in setting up private practice 16 5.0 
14 Professional recognition 2 0.6 
15 Stature of optometry in the military 5 ~ .6 
16 Promotion opportunity 19 5.9 
17 Variety of work performed 13 4.0 
18 Degree of control over patient care 11 3.4 
19 Opportunity to practice as you desire 24 7.4 
20 Number of hours worked each week 10 3.1 
21 Number of patients seen each day 0 0 
22 How well military optometry clinics are equipped 5 1.6 
23 Required administrative tasks 0 0 
24 Amount of time spent on Quality Assurance (QA) tasks 0 0 
25 Number ;)f supporting technical staff 1 0.3 
26 Competence of supporting technical staff 2 0.6 
27 Competence of military optometric cc:lleagues 7 2,2 
28 Relationship with immediate rater or evaluator 2 0.6 
29 Relationship with ophthalmology 3 0.9 
30 Bureaucracy 0 0 
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Table A-25. Continued 
Reasons N % 
31 Military leadership 1 0.3 
32 Possibility of going to war 1 0.3 
33 Spouse's or family's desires 9 2.8 
34 Military lifestyle 15 4.6 
35 Family tradition 0 0 
36 Ability of family members to receive health care 11 3.4 
37 and 38 Other 14 4.3 
TOTALS 323 10000 
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Table A-26. Response frequencies to factors as inducements to leave active duty, separated respondents. 
--;oil"- - --. - :zt'5'='f'f<.t="":::C:.-. 
INDUCEMENT TO LEAVE 
No 
Great Moderate Little to Some Inducement 
FACTOR N % N 0/o N % N % 
1 Control over assignments 68 25.6 77 29.0 61 22.9 60 22.6 
2 Location of last assignment 20 7.5 23 8.6 43 16.1 181 67.5 
3 Frequency of Permanent Change of Station (PCS) moves 45 16.8 73 27.2 60 22.4 90 33 .6 
4 Sensitivity of military to family needs 25 9.4 50 18.7 85 31 .8 107 40.1 
5 Number and duration of unacco01>anied tours or family separations 25 9.4 30 11.3 57 21.5 153 57.7 
6 Funding for continuing education 17 6.3 48 17.9 70 26.1 133 49.6 
_.. 
7 Total amount of pay and benefits 97 36.2 88 32.8 50 18.7 33 12.3 m 
..., 
8 Non-pay benefits 9 3.4 39 14.6 97 36.3 122 45.7 
9 Optometry professional pay 107 40.0 82 30.6 48 17.9 31 11.6 
10 Retirement benefits 16 6.0 30 11.2 55 20.5 167 62.3 
11 Job security 34 12.7 38 14.2 63 23 .5 133 49.6 
12 The amount your counterparts earn in private practice 104 38.8 83 31.0 41 15.3 40 14.9 
13 Expenses involved in setting up private practice 7 2.6 14 5.2 53 19.9 193 72.3 
14 Professional recognition 30 11.3 66 24.8 91 34.2 79 29.7 
15 Stature of optometry in the military 53 19.8 90 33.6 68 25.4 57 21.3 
16 Promotion opportunity 121 45.2 67 25.0 52 19.4 28 10.5 
17 Variety of work performed 19 7.1 45 16.9 90 33.8 112 42.1 
18 Degree of control over patient care 19 7.1 64 24.0 87 32.6 97 36.3 
Table A-26. Continued 
~ 
·===-·- -ifii.'f'.· 
INDUCEMENT TO LEAVE 
No 
Great Moderate Little to Some Inducement 
FACTOR N % N % N % N % 
19 Opportunity to practice as you desire 47 17.5 69 25.8 70 26.1 82 30.6 
20 Number of hours worked each week 9 3.4 24 9.0 78 29.3 155 58.3 
21 Number of patients seen each day 28 10.5 55 20.6 75 28.1 109 40.8 
22 How well military optometry clinics are equipped 13 4.9 43 16.1 87 32 .6 124 46.4 
23 Required administrative tasks 50 18.7 76 28.4 76 28.4 66 24.6 
24 Amount of time spent on Quality Assurance (QA) tasks 22 8.2 48 18.0 85 31.8 112 42.0 
~ 
m 25 Number of supporting technical staff 16 6.0 36 13.4 92 34.3 124 46.3 00 
26 Competence of supporting technical staff 22 8.2 33 12.3 96 35.8 117 43.7 
27 Competence of mi6tary optometric colleagues 4 1.5 15 5 .6 61 22.9 187 70.0 
28 Relationship with immediate rater or evaluator 31 11.6 24 9 .0 54 20.2 158 59.2 
29 Relationship with ophthalmolgy 32 11.9 38 14.2 75 28.0 123 45.9 
30 Bureaucracy 95 35.5 81 30.2 53 19.8 39 14.6 
31 Military leadership 38 14.3 69 25.9 78 29.3 80 30.1 
32 Possibility of going to war 5 1.9 18 6.7 54 20.2 190 70.9 
33 Spouse's or family's desires 45 16.9 50 18.7 57 21.4 114 42.7 
34 Miltary lfestyle 14 5.2 30 11.2 108 40.3 115 42.9 
35 Family trac:ltion 3 1.1 2 0.8 36 13.5 225 84 .3 
36 Ability of family members to receive health care 5 1.9 10 3 .8 47 17.7 201 75 .9 
Table A-27. Most important separated respondent reasons for leaving active duty 
Reasons N % 
1 Control over assignments 25 9.6 
2 Location of present assignment 2 0.8 
3 Frequency of Permanent Change of Station (PCS) moves 8 3.1 
4 Sensitivity of miUtary to family needs 3 1.2 
5 Number and duration of unaccompanied tours or family separations 1 0.4 
6 Funding for continuing education 0 0 
7 Total amount of pay and benefits 56 21 .5 
8 Non-pay benefits 0 0 
9 Optometry professional pay 6 2.3 
10 Retirement benefits 6 2.3 
11 Job security 8 3.1 
12 The amount your counterparts earn in private practice 8 3.1 
13 Expenses involved in setting up private practice 1 0.4 
14 Professional recognition 2 0,8 
15 Stature of optometry in the military 9 3.5 
16 Promotion opportunity 32 12.3 
17 Variety of work perfonned 2 0.8 
18 Degree of control over patient care 0 0 
19 Opportunity to practice as you desire 9 3.5 
20 Number of hours worked each week 0 0 
21 Number of patients seen each day 2 0.8 
22 How well mititary optometry clinics are equipped 3 1.2 
23 Required administrative tasks 2 0.8 
24 Amount of time spent on Quality Assurance (QA) tasks 0 0 
25 Number of supporting technical staff 0 0 
26 Competence of supporting technical staff 0 0 
27 Competence of military optometric colleagues 0 0 
28 Relationship with immediate rater or evaluator 8 3.1 
29 Relationship with ophthalmology 3 1.2 
30 Bureaucracy 11 4.2 
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Table A-27. Continued 
Reasons N % 
31 MiUtary leadership 2 0.8 
32 Possibility of going to war 0 0 
33 Spouse's or family's desires 15 5.8 
34 Military lifestyle 1 0.4 
35 Family tradition 0 0 
36 Ability of family merrbers to receive health care 0 0 
37 and 38 Other 36 13.8 
TOTALS 261 100.8 
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Instructions--Survey of Military Optometrists 
1. Please answer all questions. 
2. Feel free to write in comments or other clarification in the spaces provided. If more space is needed, 
you may use any available area to write or attach a separate sheet. 
3. Please be as honest as possible. Your responses are completely anonymous and will be kept in strict 
confidence. 
4. Unless otherwise instructed, answer the questions according to how you think or feel .llQW.. If the 
question pertains to your current duty assignment, and you have been in th is assignment less than 
three months, use your previous duty assignment to answer the question. 
5. Again, thank you for your time and effort in making this study a success! 
! 1. What is your branch of service? 
[ ] Air Force 
[ ]Army 
[ ] Navy 
2. What type of Glin military service did you 
have, If any, u..t1.m:. to your active duty service as 
an OPtometrist? {Check all that apply.} 
( ] Commissioned 
( )WarrMt 
[ ] Enlisted 
[ ] Reserve 
( ] Regular 
( ) NrForce 
( )Army 
( ] Navy 
( ] Marine Corps 
] I did not serve In the military prior to my service 
as an optometrist. 
( ) Armed Forces Health Professions Scholarship 
Program (AFHPSP) 
[ ) Volunteer/Direct Commission 
[ ] Draft 
[ ] ROTC deferment 
[ ) Other--please specify: 
4. In what year did you enter active duty as an 
o tometrlst? 
L19 __ _, 
5. How many years of total active duty service 
do you have? (l.nctude JlDl: and All. active 
militanr service.J 
6. Since originally joining the military as an 
optometrist, have you had a break In service? 
(That Is, did you leave lhe service and 
subseauentlv come back in?l 
[ ] Yes [ ] fib 
If yes, how long was your break, in months? 
!7. What Is your current pax grade? 
] 0-2 (Army or Air Force 1st Ueutenant; Navy 
LleutenMt j.g.) 
] 0-3 (Captain; Navy Ueutenant) 
) 0-4 (Major; Ueutenant Commander) 
] 0-5 (Ueutenant Colonel; Commander) 
] 0-6 (Colonel; Navy Captain) 
!&. Are you a reserve or regular officer? 
[ ) Regular [ ) Reserve 
9. Are you currently under any type of 
commitment to remain in the milita ? 
) Yes, I am under obligation. (Check one below.) 
( ] Initial Qncluding HPSP, ROTC, etc.) 
[ ] Promotion 
[ )PCS 
[ ] Payback for education received while In military 
[ ] Augmentation or CVINI or CRS 
( ] Other--please specify: 
( ) No, I am not under any obligation now. 
Part II. Optometric Education and Training ~~~~~~~~~~~~~~~~~~lfuthl~~lh~lh 
From which school or college of optometry 
ou raduate? 
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U9, ___ _J 
12. Which of the following education/training 
programs, If any, have you completed? (Check 
all that aDDIY.) 
[ ) MSIMA 
[ )PhD 
[ ) Other professional degree (JD, MPH, etc.) 
[ ] Optometric residency 
[ ] Optometric fellowship 
[ ] TPA certification course (e.g., 100 hour course) 
Part Ill. Motivation for Joining the Service and Future Plans btbtbJ/l:1J/l:1J/l:1JtbthJil::ut!l:JJ#-Jlil:!JthJhlhbb 
13. When you entered active duty as an 
optometrist, did you intend to pursue a career 
In the military? 
[ ] Definitely yes [ 1 Probably yes 
[ ) Uncertain at that time [ 1 Probably no [ 1 Definitely no 
14. Do you consider yourself a career officer 
rum? 
] Definitely yes 
] Probably yes 
] Undecided 
] Probably no 
] Definitely no 
1 Very low to no probability of leaving 
] Low [ 1 Moderate 
[ ] High [ 1 Very high to definite probability of leaving 
[ 1 I am not currently under obligation. 
What Is the probability that you will 
leave active dut lor to retirement? 
[ ] Very low to no probability of leaving 
( ] Low 
r 1 Moderate 
[ ] High [ 1 Very high to definite probability of leaving 
[ ]I am retirement eligible now. 
17. What Is the likelihood that you will be 
Involuntarily separated from active duty prior to 
becomlna retirement ellaible? 
[ 1 Very low to none 
[ ]Low 
[ ] Moderate 
[ ] High 
[ ] Very high to definite 
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[ ]Yes [ ] t\b 
18. If you choose to leave active duty, how 
easy or difficult do you believe finding the type 
of civilian practice situation you desire would 
be? 
( ] Very easy to find civilian situation 
[ ) F alrly easy 
[ ] Neutral 
[ ) F alrly difficult 
[ ] Very difficult to find civilian situation 
20. How would you rate the opportunities 
available in the current civilian job market for 
optometrists? 
[ ) Very favorable job market 
[ ] Somewhat favorable 
[ ] Neutral 
[ ] Somewhat unfavorable 
[ ] Very unfavorable job market 
21. Currently, the military is undergoing a 
"drawdown," or decrease in total personnel 
strength. To what degree do you believe this 
drawdown will personally affect your military 
career? 
[ ] Definitely will affect my career 
[ ) Probably will 
[ ] Unsure or undecided 
[ ) Probably will not 
[ ) Definitely will not affect my career 
When you retire from active duty, how 
man ears of service do ou Intend to have? 
) 20 years of service 
) Between 20 and 23 years of service 
) Between 23 and 26 years of service 
) Between 26 and 30 years of service 
] 30 or 30+ years of service 
) Undecided or unsure 
[ ) I do not plan to retire from the military. 
23. Listed below are possible REASONS FOR ENTERING the military. Indicate to what extent 
each was a reason for you entering the military as an optometrist. (CHECK ONE BOX FOR 
EACH POSSIBLE REASON.) 
To a To a 
Very To a Mod- To Utile 
POSSIBLE REASONS Great Great erate To Some or No Extent Extent Extent Extent Extent 
01. Presence of the draft 
02. Financial supPOrt for your ootometrlc education (I.e. HPSP) 
................. 
---·-·-··· -·-·------ ·-------- .... -----
03. ROTC obllaation 
04. Salarv paid as a mUitarv officer 
05. Non-pay benefits of beina a military officer 
06. To acQuire additional academic degrees 
07. Familv tradtlon 
08. Advice from family or friends 
ooooonuuoooon• to--~·-" OOO!OOe!O"' ... OO_ .. -----· .. -· .................. 
09. Job securitv 
10. To serve the United States 
11 . To continue military career 
12. To oracticeln a multidisciplinary setting 
13. To work In different geoaraohic locations 
14. To aaln clinical experience I I 
15. rme available m soend with familv 
16. Practice management considerations of civilian practice 
17, To do work other than cl inical practice 
18. No better practice OPPOrtunities were available 
19. Active duty spouse 
.................. .................. _ ..t-·-·q·q·-· ""'a~--
--··-........ 
20. Desire for military career 
21. Other reason--please specify: I 
22. Other reason--please specify: 
24. Enter the number of the reason you have checked In question #23 above that was your 
MOST IMPORTANT reason for entering the military as an optometrist. 
eiOptlonal comments: 
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25. Compare the total pre-tax value of all types 
of compensation you receive as a military 
optometrist to the net pre-tax earnings of 
optometrists with your experience who are in 
civilian practice. In this respect, do you think 
your counterparts In civilian practice are worse 
off about as well off or better off than vou? 
My civilian counterparts are: 
] Much worse off than me 
[ ] Somewhat worse off than me 
[ ] About as well off 
[ ] Somewhat better off than me 
[ ] Much better off than me 
26. If the military were to Increase your 
professional optometry pay from $1 00/month 
($1200/year) to $500/month ($6000/year), 
what effect would this have, If any, on the 
probabllltv that vou will stav on active dutv? 
] Greatly Ina-ease my probability of staying 
] Somewhat Increase 
] Have Httle or no effect 
) Somewhat decrease 
] Gready decrease my probability of staying 
Part V. Your Attitudes Toward Military Service lblbibllblblbblbblbil:»Jt:»lbil:»Jt:»fl:lllbblbhllblhllbh 
27. Indicate to what extent you AGREE or DISAGREE with the following statements regarding 
your current feelings and thoughts. (CIRCLE ONE ANSWER FOR EACH STATEMENT.) 
At the present time ... 
01) I think of myseH as a military officer who happens to be an optometrist. 
02) I think of myself as an optometrist who happens to be a military offiCer. 
03) I feel that I am a part of and commited to my immediate work group. 
04) I feel that I am a part of and committed to my Immediate organization 
(hospital, branch dlnic, or unit). 
05) I feel that I am a eart pf 81')d committed to the Of?!ometry PrOfession. 
06) I feel that I am a part of and committed to the military. 
07) there Is an effective exchange of Information within my work group. 
08) I am kept well Informed by my immediate organization (hospital, branch 
dinic, or unit). 
09) I am kept well informed by organized military optometry. 
1 0) there is candid discussion between me and m~ as~lgnments officer. 
11) I have good rapport with my rater/evaluator or supervisor. 
12) my salary Is adequate compared to my effort at work. 
13) my income is sufficient to allow the type of lifestyle I desire. 
14) I look forward to leaving the military. 






















































































28. Listed below are various aspects associated with the military and military optometry. 




02. Non-oav benefits 
03. Location of oresent assignment 
04. Professional develooment opportunities 
05. Stature of ootometrv In vour branch of the militarv 
06. Promotion oooortunitv 
07. Ptwsical surrouncinas at work 
08. Dearee of varietv In work 
09. Personal freedom/autonomv 
1 0. Professional recoanition 
11. Militarv iifestvle 
12. Deoree of lob securitv 
13. Amount of responsibilitv 
14. Degree of control over patient care 
29. Overall, how satisfied or dissatisfied are 
you with your experience as a military 
optometrist? 
[ 1 Very satisfied 
[ ] Somewhat satisfied 
[ ] Neutral 
[ ] Somewhat dissatisfied 
[ ] Very dissatisfied 
30. Based on your active duty experience, how 
would you rate the military as a place for 
I aainina clinical exoerlence? 
[ 1 Very good place 
[ ] Good place [ 1 Fair place [ 1 Poor place [ 1 Very poor place 
31 . Based on your active duty experience, 
what kind of choice would a 20-year career be 
for a nawlv araduated optometrist? 
[ 1 Very good choice [ 1 Good choice 
[ ]Fairchoice [ 1 Poor choice [ 1 Very poor choice 
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Nil! I'* 
s. -~fled Very 
Vory Nor IJil.- Dina lis- Oias.tW. 
S.da1illd S.lfllfilfd u'liafkld fied fled 
















[ 1 To a very great extent as I expected 
[ ] To a great extent as I expected 
[ ] To a moderate extent as I expected 







33. Knowing what you now know, if you could 
do It all over again, would you join the military 
as an optometrist? 
[ ] I definitely would join. 
[ ] I probably would join. 
[ ] I probably would not join. 
[ ] I definitely would not join. 
[ ] I am unsure or undecided. 
34. Would you support an optometric 
colleague's decision to join your branch of 
service (Army, Navy or Air Force)? 
[ ] Definitely yes 
[ ] Probably yes [ 1 Maybe [ 1 Probably not 
[ ] Definitely not 
Part VI. Characteristics of the Military ~~~~~~~~~~~~~~~itllfbJfbJfbJ~~Jblbii:JJii:JJ~~~ 
35. Please Indicate whether you AGREE or DISAGREE with the following statements 
concerning your current assignment. (CIRCLE ONE NUMBER FOR EACH STATEMENT.) 
(If you do not provide direct patient care, check here [ ] and skip to question #37 in Part VII.) 
In my current assignment: 
1) I am gaining significant primary care experience. 
2) I use therapeutic pharmaceutical agents regularly. 
3) I am gaining significant oontact lens experience. 
4) I am gaining significant vision therapy experience. 
5} I am gaining significant low vision experience. 
6) I am gaining significant pediatric experience. 
7) I am gaining significant geriatric experience. 
8) I am developing general management skills. 
9) I practice In a multidisciplinary setting. 
1_0)1 eractice oetomet!l with ue:to-date !9uiement. 
11) I practice optometry in a modern facility. 
12) I have the freedom to oontrol my own personal life. 
13) I have a practice limited to repetitive •refractions." 
14) my colleagues who are optometrists are competent. (If In a solo 
assignment, check here [ ] and skip to 115.) 
15)1 practice with a comeetent s~egrtiQS staff In my clinic. 
16) I am afforded satisfactory opportunities to acquire oontinulng 
education. 
17) I have flexlbUity and autonomy in making professional decisions. 
18) I am hampered by bureauaacy. 
19) I enjoy a favorable optometry/ophthalmology relationship. 
20} I have a demanding dally workload. 
21) I am required to perform military duties unrelated to optometry. 
22) I have ample free time/ time for my family. 
23) I practice In a setting with regular hours. 
24) I am required to maintain physical fitness. 
25) quality care is provided by the oetomet!l clinic. 
26) the military Is sensitive to the needs of my family members. 
(H not applicable, check here [ ] and skip to 127.) 















































































































































































In my current assignment: 
28) I can make reasonable payments toward my educational loans. 
(If not applicable, check here [ ] and skip to #29.) 
















36. Please Indicate whether you AGREE or DISAGREE with the following statements 
concerning military optometry in general. 
Strongly Strongly 
Agree Neutral Disagree 
1) Military Optometry has a positive Image within the Profession of 
Optometry. 2 3 4 5 6 7 
2) Women optometrists In the military receive equal 
treatment/opportunities. 2 3 4 5 6 7 
3) I believe I will serve in a war zone ci.lring my time in the military. 2 3 4 5 6 7 
4) I receive a competitive salary. 2 3 4 5 6 7 
5) I receive competitive benefits. 2 3 4 5 6 7 
Part VII. Factors Influencing Your Decision to Leave or Stay ~~~~~~~~~~~~{t:r;~~~~ 
37. We would like to know what factors may Influence your decision to remain in the military. 
Please rate each of the following factors as an Inducement to REMAIN IN OR LEAVE the 
military. (CHECK ONE BOX FOR EACH FACTOR.) 
Inducement to Inducement to 
Remain Leave 
FACTORS Uttle Little Moder- to No Induce- to Moder-
Great ate Some ment Some ate Great 
01 . Control over assignments : 
02. Location of present asslanment i .. ............ .............. oooouououooo ....................... ............... r .............. uuooooouon 
03. Frequency of Permanent Change of Station (PCS) moves 
04. Sensitivity of the military to family needs : : 
05. Number and duration of unacx:ompanied tours or family separations 
06. Fundina for continuing education 
07. Total amount of pay and benefits 
08. Non-pay benefits ~ 
09. Optometry profasslonal pay 
1 0. Retirement benefits i ! 
11. Job security ! I 
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37. Continued Inducement to Inducement to Remain Leave 
.FACTORS Great Moder- Uttle No Induce- Little ·l Moder- Great ate to ment to ate 
Some Some 
' 5 12. The amount vour countercarts earn in private practice 
' 
13. ExPenses Involved In settlna up private practice ! : 
14. Professional recoanition ! : 
15. Stature of ootometrv In the mllltarv ! 
16. Promotion OPPOrtunity ~ 
17. Varietv of work performed 
18. Dearee of control over patient care : 
19. OPPOrtunity to practice as you desire ~ 
! 
20. Number of hours worked each week ' ............... .............. •••••••uooou ....................... ..............1' ............. .............. 
21. Number of Patients seen each dav 
22. How well mllitarv ootometrv clinics are eaulpped i 
23. ReQuired administrative tasks 
24. Amount of time spent on Quality Assurance (OA) tasks 
-
1 
25. Number of supporting technical staff : i 
26. Competence of supporting technical staff ! 
.............. .............. .............. ....................... uooooooouoou
0 •~•uuu•u<~o ............... 
27. ComPetence of militarv optometric colleaaues 
28. Relationshlc with Immediate rater or evaluator 
T 
29. Relations wl1h ochthalmoloav 
! 
30. Bureauaacv i 
31. Militarv leadership 
32. PossibUity of aolna to war ! 
33. Spouse's or family's desires l 
34. Mllitarv lifestvle I 
35. Familv tradition ! ! 
36. Ability of family members to receive health care f 
37. Other--please specify: I 
.............. ............... .............. 
-unooou••••noou• 
.............. t·····""""' .............. 




38. Referring to the previous question (#37), enter below In order of Importance, the numbers 
of the factors that would most persuade you to LEAVE active duty. 
most important.. . .._[ _ _, 2nd most ... .._[ _ _, 3rd most....._[ __ _, 
39. Referring again to question #37, enter below In order of Importance, the numbers of the 
factors that would most persuade you to STAY on active duty. 
moat important...~,..( __ _, 2nd most..~,..[ __ _, 3rd most..._( __ __. 
V'Optlonal Comments: 
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!40. In what year were you born? 
U9 __ __, 
( 41. What Ia your pender? 
[ ] Male [ ] Female 
!42. What Ia your marital atatua? 
( ] Ma'ried [ ] Single 
[ ] I am not nwried. 
( ] Yes, my spouse Is employed outside 1he home. 
( ) Partlme 
( ) Full time 
( }Te!T1)01'ary 
[ ] My spouse Is also active duty military. 
] No, my spouse Is not employed outside 1he 
home. 
45. Were you ralaed In a family where either or 
both parent• were active duty military 
members? 
[ ]Yes [ ) No 
46. Please make any additional commentst If anyt below. If your comments relate to a specific 
questlont please Indicate the number of that question. Your thoughts are welcome on how to 
make the military more attractive to optometrists. 
Thank your Your time and effort In completing this survey are greatly appreciated! 
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Survey: 
Former Military Optometrists 
Pacific University College of Optometry 
Forest Grove, Oregon 97116 
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Instructions--Survey of Former Military Optometrists 
1. Please answer all questions. 
2. Feel free to write in comments or clarification in the spaces provided. If more space is needed, you may 
use any available area to write or attach a separate sheet. 
3. Please be as honest as possible. Your responses are completely anonymous and will be kept in strict 
confidence. 
4. Again, thank you for your time and effort in making this study a success! 
!1. What was your branch of service? 
( ] Air Force 
[ ] Almy 
[ ] Navy 
2. Are you currently -in the Reserves or National 
Guard? 
] Yes (Check one below.) 
( ] Army Reserves 
[ ] Air Force Reserves 
[ ) Navy Reserves 
[ ] Air National Guard 
[ ] I am retired from the Reserves or Guard. 
[ ]No 
3. What type of a.scW military service did you 
have, If any, RJi2t to your active duty service as 
an optometrist? (Check all that apply.) 
( ) Commissioned 
( ) Warrant 
[ ] Enlisted 
[ ) Regular 
[ ] Reserve 
( ] Air Force 
[ ]Army 
[ ] Navy 
[ ] Marine Corps 
[ ]I did not serve in the rrilitary prior to my service 
as an optometrist 
[ ) Aimed Forces Health Professions Scholarship . 
Program (AFHPSP) 
[ ] Volunteer/Direct Commission 
[ ] Draft 
[ ] ROTC deferment 
( ) Other--please specify: 
5. In what year did you enter active duty as an 
o tometrlat? 
L19 __ _, 
6. How many years of total active duty service do 
you have? (Include ADX. and an active military 
service.} 
I 7. In what year did you leave active duty? 
U9 ___ _, 
8. Did you leave active duty within six months 
after our Initial obli ation was com leted? 
[ ]Yes [ )No 
SJ. What was your pay grade at the lime you 
se arated from active dut ? 
] o-2 (Army or Air Force 1st Lieutenant; Navy 
Lieutenant j.g.) 
] o-3 (Captain; Navy Lieutenant) 
] 0-4 (Major; Ueutenant Commander) 
[ ] 0-5 (Lieutenant Colonel; Commander) [ ] o-s (Colonel; Navy Captain) 
10. At the time you left active duty as an 
optometrist, were you a reserve or regular 
officer? 
[ ] Regular [ ] Reserve 
11. At the time of you left active duty, were you 
married? 
(]Yes [ ]No 
12. At the time of you left active duty, how many 
people, excluding yourself, depended on you for 
financial support? 
Part II. Optometric Education and Training lblblbhfblblblblbblblhlbiblblbhiblbbbblblblb 
From which school or college of optometry 
ou raduato? 
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L19 ___ _, 
15. Which of the following education/training 
programs, if any, have you completed? (Check 
all that aPPlY.) 
[ )A. MSIMA 
[ J B. PhD 
[ ) C. Other professional degree (JD, MPH,etc.) 
[ ) D. Optometric residency 
[ ) E. Optometric fellowship 
[ ) F. TPA certification course (e.g., 100-hour course) 
17. At the time you entered active duty as an 
optometrist, did you plan to pursue a career In 
the military? 
[ ) Definitely yes [ I Probably yes 
[ ] Uncertain at 1hat time 
[ ] Probably no 
( ] Definitely no 
At the time you entered active duty, how 
did ou intend to remain In the milita ? 
] Until completion of initial obligation 
] Beyond Initial obligation but prior to retirement 
] To retirement at 20 years 
] To retirement between 20 and 30 years 
] Unsure or undecided at that time 
] 01har--please spedfy: 
16. Indicate by checking the appropriate letter 
below which education/training In Question 15 
vou completed while on active dutv: 
[]A []8 []C []D [ ] E 
19. At the time you left active duty as an 
optometrist, did you do so voluntarily or 
Involuntarily? 
[ ] I left voluntarily. 
[ ] I left prior to retirement. 
[ ]I retired from active duty. 
]I left involuntarily. 
[ ]I was nonselect for promotion. 
[ ]F 
[ ) I was nonselect for augmentation, VI or CVI or 
CAS. 
[ ] I was selected for early retirement 
) 01her--please specify: 
20. Indicate to what extent you AGREE or DISAGREE with the following statements regarding 
your feelings and thoughts while on active duty. Please do your best to remember how you felt 
during your last duty assignment. (CIRCLE ONE ANSWER FOR EACH STATEMENT.) 
Unable to 
Strongly Strongly Say or 
During my last active duty assignment ... 
agree Neutral disagree NIA 
01) I thought of myself as a military officer who happened to be an 2 3 4 5 6 7 0 
optometrist. 
02) I thought of myseft as an optometrist who happened to be a military 2 3 4 5 6 7 0 
officer. 
03) I felt that I was a part of and committed to my immediate work group. 2 3 4 5 6 7 0 
04) I felr flail was a p31 ot and committed to my lrml8diate organization 
(hospital, branch dinlc, or unit). 2 3 4 5 6 7 0 
05} I felt that I was a 2art of and committed to the oetomet~ erofesslon. , 2 3 4 5 6 7 0 
06) I felt that I was a part of arid committed to 1he military. 2 3 4 5 6 7 0 
07) there was an effective exchange of Information within my work group. 2 3 4 5 6 7 0 
08) I was kept well informed by my Immediate organization (hospital, branch 2 3 4 5 6 7 0 
clinic, or unit). 
09) I was kept well informed by organized military optometry. 2 3 4 5 6 7 0 
101 there was candid dscussion between me and my assignments officer. 2 3 4 5 6 7 0 
11) I had good rapport with my rater/evaluator or supervisor. 1 2 3 4 5 6 7 0 
12) my salary was adequate CO"llared to my effort at work. 2 3 4 5 6 7 0 
13) my Income was sufficient to allow the type of lifestyle I desired. 2 3 4 5 6 7 0 
14) I looked forward to leaving the military. 2 3 4 5 6 7 0 
15) most of my close friends were in the military. 2 3 4 5 6 7 0 
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21. Listed below are possible REASONS FOR ENTERING the military. Indicate to what extent 
each was a reason why you entered the military as an optometrist. (CHECK ONE BOX FOR 
EACH POSSIBLE REASON.) 
To a To a 
Very To a Mod- To Lillie 
Great Great erate To Some or No 
POSSIBLE REASONS Extent Extent 
Extent Extent Extent 
01. Presence of the draft 
02. Financial suooort for vour optometric education (I.e. HPSP) 
03. ROTC oblklatlon 
04. Salary paid as a military officer 
05. Non-pay benefits of belna a military officer 
06. To acQUire additional academic dearees I 
............... u • .................. .... ~ .............. ,uuououonouoo ouoouoununoo 
07. Family tradition 
08. Advice from family or friends 
09. Job security 
1 0. To serve the United States 
11. To continue milltarv career 
12. To practice in a multidisciplinary settlna 
13. To work in different aeoaraphlc locations 
14. To gain clinical experience 
. 
15. lime available to spend with family 
16. Practice management considerations or problems of civilian practice 
17. To do work other than clinical practice ~ 
.................. ................... .................. oouunouoooouo .................. 
18. No better practice OPPOrtunities were available 
19. Active dutv SPOUSe 
20. Desire for military career 
21. Other--please specify: 
22. Other··Diease specify: 
22. Enter the number of the reason you have checked In question #21 above that was your 
MOST IMPORTANT reason for entering the military. 
a.IOptional Comments: 
23. Compare your net pre-tax earnings to the 
total compensation you believe a military 
optometrist with your experience receives. In 
this respect, do you believe you are worse off, 
about as well off, or better off than a military 
o tometrlst? 
Compared to military optometrists, I am ... 
( 1 Much worse off 
[ 1 Somewhat worse off [ 1 About as well off 
[ 1Somewhatbetteroff 
[ 1 Much better off 
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24. If the military were to Increase professional 
optometry pay from $1 00/month ($1200/year) to 
$500/month ($6000/year), would this have any 
effect on the probability that you would return to 
active duty_? 
1 Greatly inaease my probability of returning 
1 Somewhat increase 
) Have llt11e or no effect 
1 Somewhat decrease 
] Greatly deaease my probability of returning 
25. Listed below are various aspects associated with the military and military optometry. 
Indicate how SATISFIED OR DISSATISFIED you were with each when you were on active duty. 
(CHECK ONE BOX FOR EACH ASPECT.) 
ASPECTS OF MILITARY SERVICE 
Of . Pav 
02. Non-Ptt'l beneflte 
03. Location of last assianment 
04. Professional development opPQrtunities 
05. Stature of oDtometrv In the mintary 
06. Promotion oooortunitv 
07. Phvslcal surroundinas at work 
08. Dearee of varietv In work 
09. Professional freedomlautonomv 
1 0. Proreasfonal recognUJon 
f 1. Mllltarv lfaatvle 
12. Dearee of lob ucuri~ 
. 13. Amount of resoonsibilltv 
14. Dearee of control over oatient care 
26. Overall, how satisfied or dissatisfied are you 
with your experience you had as a military 
optometrist? 
( ] Very satisfied 
[ ] Somewhat satisfied 
[ ] Neutral 
[ ] Somewhat dissatisfied 
[ ] Very dssatisfied 
27. Based on your active duty experience, how 
would you rate the military as a place for gaining 
clinical ex.Derience? 
[ ] Very good place 
[ ) Good place 
[ ] Fair place 
[ ] Poor place 
[ ] Very poor place 
28. Based on your actlvt duty and civilian 
experiences, what kind of choice would a 20-year 
career be for a newlv araduated ootometrist? 
[ ] Very good choice 
[ ) Good choice 
[ ]Faircholce 
[ ) Poor choice 




Saliaftedl Very Does Not 
Vety Nor Dis>- Diua!l.- Dlu atil!- Apply lo 




f'f*-.W .......... ., .,. ........ ~ ... ................... -..... 
·-·-----·-· 
[ ] To a very great extent as I expected 
[ ] To a great extent as I expected 
( ] To a moderate extant as I expected 
[ ) To a small extent as I expected 
[ ] Not at ali as I expected 
30. Knowing what you now know, If you could do 
It all over again, would you join the military as an 
optometrist? 
[ ) I definitely would join. 
( ] I probably would join. 
[ ) I probably would not join. 
[ ] I definitely would not join. 
[ ] I am unsure or undecided. 
31. Would you support an optometric 
colleague's decision to Join the branch of service 
I CArmv Navy or Air Force) In which you aerved? 
[ ] Definitely yes [ 1 Probably yes 
[ ] Ma)'be 
( ] Probably not 
[ ) Definitely not 
Part VI. Factors Influencing Your Decision to Leave Jf:1lrt:»6thJ61bfhlhrt:»lblblblblblbbtl:JJb/l:JJ/l:JJ 
32. We would like to know what factors Influenced your decision to LEAVE the military. Please 
rate each of the following factors as an inducement to leave the military. (CHECK ONE BOX 
FOR EACH FACTOR ) 
Inducement to Leave 
Great Moderate Utile to No 
FACTORS FOR LEAVING Induce· Induce· Some In- Induce-
ment ment ducement ment 
01. Control over assianments 
02. Location of last assianment 
03. Frequency of Permanent Change of Station (PCS) moves a.--,.····--1"• ~------ -·--·-· -·--·---
04. Sensitivity of the military to family needs 
I 
I 
05. Number and duration of unaccompanied tours or family separations 
06. Fundina for contlnuina education 
07. Total amount of pav and benefits 
08. Nort·DIIY baoaJltt 
09. Optometrv professional oav 
·"'-·~~-~·· "---··--·~· -·---~-~- ------
1 0. Retirement benefits 
11. Job sea.nitV 
12. The amount your counterparts earned In private practice 
13. Expenses involved in setting up private practice 
14. Professional r 
15. Stature of in the miitarv 
16. Promotion opoortunitv 
17. Variety of work performed 
18. Dearee of control over patient care 
19. Opoortunity to practice as you desire 
20. Number of hours worked each week 1--•B•.,•••muou .,_.....,.. .... .,. .... ,.. ••a..M-FHI•H•WI..,• ··-·-· ... - ........... 
21. Number of patients seen each day 
22. How well mUitarv optometry clinics are equipped 
I 
:23. ReQuired administrative tasks I 
24. Amount of time spent on OuailtV Assurance COAl tasks 
25. Number of supoortina technical siaff 
-
26. of •• technical staff 
-.~-· .. •pooo• ·-~ ---
27. Competence of military OPtometric coileaaues 
28. Relationship with Immediate rater or evaluator 
29. Relations with ophthalmology 
30. BureaucracY 
31. M.IIPijUV leadel:shiD 
32. PossibUitv of aolng to war 
33. Soouse's or family's desires 
34. Military lifestyle 
35. Famijy tradition 
-
36. Ability of family members to receive health care I 
37. Other--please specify: 
...................... ...................... ...................... ...................... 
38. Other--please specltv: 
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33. Referring to the previous question (#32), enter below In order of importance, the 
numbers of the factors that persuaded you to LEAVE active duty. 
moat important..[._____ _ ___, 2nd most. •. L-[ -~ 3rd most...L-[ ---I 
34. (OPTIONAL) Please describe personal reasons, if any, that influenced your decision to 
leave the military. 
Part VII. Current Practice or Employment Situation ibliblfbJfbJiblfbJfbJfbJfbJfbJfbJfbJhhfbJfbJh.h.iblhh 
35. How much do you agree or disagree with each of the following statements about your 




Agree Neutral Disagree 
01. I find real enjoyment in my practice or employment situation. 2 3 4 5 
02. I am often bored In my practice or employment situation. 2 3 4 5 
03. There is a great deal of variety in what I do In my practice or job. 2 3 4 5 
04. I am completely satisfied In my practice or employment situation. 2 3 4 5 
05. I plan to leave my aJrrent situation as soon as possible. 2 3 4 5 
06. Most of what I do In my practice or job Is routine. 2 3 4 5 
07. Most days I am enthusiastic about my practice or job. 2 3 4 5 
08. I make all dedslons as to how I practice or do my job. 2 3 4 5 
09. In my practice or job, I see great potential for lnaeasing my Income. 2 3 4 5 
10. I am able to grow professionally in my practice or employment situation. 2 3 4 5 
36. What percentage of your time is spent in the 
following civilian employment or practice 
situations? (If zero percent, leave blank. 
Otherwise. use percentages from 1 to 100.) 
!:---%1 Solo private practice 
!:---.%1 Partnership or group practice 
,_ __ %) Employed by another optometrist 
,_ __ %) Employed by an ophthalmologist 
,_ __ %] Hospital based optometric practice 
!:-----%] Closed panel HMO practice 
!:---"to] VIsion care chain 
,_ __ %] Industry or manufacturing 
,_ __ %] Referral center 
,_ __ %] Non-military federal service 
!:-----%1 Academia 
........ __ %] Other--please specify: 
)I am retired from optometry. 
] My employment is not related to optometry. My 
current employment or job is ... (please specify) 
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37. To what extent do you agree or disagree 
with the statement, "My salary is adequate 
compared to my effort in my work or practice." 
[ 1 Strongly agree 
[ ) Agree 
[ ] Neutral 
[ ] Disagree 
[ ] Strongly disagree 
[ ]I no longer practice optometry. 
38. To what extent do you agree or disagree 
with the statement, .. My income Is sufficient to 
allow the type of llfe!!!}tle I desire." 
[ 1 Strongly agree [ 1 Agree 
[ ] Neutral [ 1 Disagree [ 1 Strongly disagree 
39. How many years have you been In your 
current civilian ractice or em Jo ment situation? 
!40. In what xear were xou born? 
L19 __ ---J 
I 41. What Is your pender? 
[ ] Male [ 1 F&lllEH 
I 42. What Is your marital atatus? 
[ I Married [ 1 Single 
44. Is your spouse employed outside the home? 
Check all that a I . 
[ 1 I am not married. 
[ ] Yes, my spouse Is &fl'4)1oyed outside the home. [ 1 Pa-t time [ 1 Full time 
( ]Temporary [ 1 My spouse is active duty military. 
1 No, my spousals not employed outside the home. 
[ ] VetS [ ]No 
46. When you left active duty, how easy was It to 
find a dealrable practice situation In the civilian 
sector? 
[ 1 Very easy [ 1 Fairly easy [ 1 Somewhat easy 
[ ) Slightly easy [ 1 Not at all easy 
47. How would you rate lhe opportunities 
available In the current civilian Job market for 
o tometrlats? 
[ 1 Very favorable [ 1 Somewhat favorable [ 1 Neutral [ 1 Somewhat unfavorable [ 1 Very unfavorable 
48. Please make additional comments, if any, below. If your comment relates to a specific 
question, please Indicate the number of that question. Your thoughts are welcome on how to 
make the military more attractive to optometrists. 
Thank you! Your time and effort In completing this survey are greatly appreciated! 
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APPENDIX C. VARIABLES ASSESSED 
Correlates 
1. Age 
2. Marital status 
3. Dependents 
4. Branch of Service 
5. Length of Service 
6. Entry year 
7. Years of military experience 
8. Prior service 
9. Obligation status 
1 0. Pay grade 
11. Commission source 
12. Mode of entry on active duty 
13. Raised in military family 
Determinants 
1. Intention (Price and Mueller79) -- perceived likelihood of continued 
participation in the organization 
2. Job search -- quest for alternative employment 
3. Satisfaction (Price80) -- "positive affective orientation toward membership in 
the organization" 
4. Specific satisfaction (PriceSO) -- "positive affective orientation" toward specific 
factors 
5. Commitment (Mobley81) -- "belief in and acceptance of goals and values of 
the organization" 
6. Communication -- transmission of information among members of an 
organization 
7. Integration (Price and Mueller82) --friendships among members of an 
organization 
8. Opportunity -- "availability of alternative employment (Price and Mueller83)" 
9. Pay (Price and Mueller84) -- income 
10. Promotional opportunity (Price and Mueller85) --"degree of potential 
vertical occupational mobility in and organization" 
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APPENDIX D. SUMMARY TABLES 
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Table D-1. Means, standard deviations, Ns, and missing cases for leave/stay variables, active duty and separated 
respondents 
ACTIVE DUlY SEPARATED 
VARIABLE 
VARIABLES CODE N Miss M so N MISS M so 
1 Control over assignments LVCONT 333 11 3.59 0.89 266 4 2.43 1.10 
2 Location of presenVIast assignment LV ASSIGN 336 8 3.74 0.74 268 2 3.45 0.94 
3 Frequency Permanent Change of Station (PCS) moves LVPCS 334 10 3.38 0.95 268 2 2.73 1.10 
4 Sensitivity of military to family needs LVFAMILY 333 11 3.58 0.80 267 3 3.03 0.98 
5 Number and duration of family separations LVFAMSEP 329 15 2.95 1.24 265 5 3.28 1.00 
6 Funding for continuing education LVCE 335 9 3.79 0.66 268 2 3.19 0.95 
...... 
<0 7 Total amount of pay and benefits LVPAY 333 11 2.97 1.17 268 2 2.07 1.02 
1\) 
8 Non-pay benefits LVBENE 331 13 3.76 0.72 267 3 3.24 0.83 
9 Optometry professional pay LVPROPAY 333 11 2.66 1.32 268 2 2.01 1.02 
1 0 Retirement benefits LVRETIRE 335 9 3.86 0.56 268 2 3.39 0.91 
11 Job security LVSECURE 335 9 3.67 0.81 268 2 3.10 1.07 
1 2 The amount your counterparts earn in private pradice LVCIVOD 335 9 2.37 1.12 268 2 2.06 1.07 
13 Expenses involved in setting up private practice LVEXPENS 335 9 3.94 0.34 267 3 3.62 0.71 
14 Professional recognition LVRECOG 334 10 3.67 0.75 266 4 2.82 0.98 
1 5 Stature of optometry in the military LVSTAT 334 10 3.50 0.87 268 2 2.48 1.04 
16 Promotion opportunity LVPROM 336 8 2.82 1.21 268 2 1.95 1.03 
17 Variety of work performed LVVARY 337 7 3.n 0.66 266 4 3.11 0.93 
18 Degree of control over patient care LVPAT 335 9 3.81 0.59 267 3 2.98 0.94 
Table 0-1. Continued 
ACTIVE DUTY SEPARATED 
VARIABLE 
VARIABLES CODE N Miss M so N MISS M so 
19 Opportunity to practice as you desire LVPRACT 334 10 3.67 0.71 268 2 2.70 1.09 
2 0 Number of hours worked each week LVHRSWRK 335 9 3.73 0.65 266 4 3.43 0.79 
21 Number of patients seen each day LVPTSDAY 337 7 3.36 0.90 267 3 2.99 1.02 
22 How well military optometry clinics are equipped LVEQUIP 336 8 3.75 0.63 267 3 3.21 0.88 
23 Required administrative tasks LV ADMIN 337 7 3.20 0.98 268 2 2.59 1.05 
24 Amount of time spent on Qua6ty Assurance (QA) ta s LVOA 335 9 3.04 1.05 267 3 3.08 0.96 
25 Nunt>er of supporting technical staff LVSTAFF 334 10 3.37 0.89 268 2 3.21 0.89 
...... 26 Competence of supporting technical staff 
CD 
LVCCOMST 334 10 3.56 0.79 268 2 3.15 0.93 
(.,) 27 Competence of military optometric colleagues LVCOMOO 334 10 3.93 0.38 267 3 3.61 0.66 
28 Relationship with immediate rater or evaluator LVRATER 334 10 3.83 0.61 267 3 3.27 1.04 
29 Relationship with ophthalmology LVOPHlH 335 9 3.68 0.77 268 2 3.08 1.04 
3 Bureaucracy LVBUREAU 338 6 2.73 1.01 268 2 2.13 1.06 
31 MiHtary leadership LVLDRSHP 335 9 3.58 0.83 266 4 2.76 1.05 
32 Possibility of going to war LVWAR 335 9 3.64 0.75 268 2 3.61 0.70 
33 Spouse's or family's desires LVFAM 335 9 3.38 1.00 267 3 2.91 1.14 
34 Military lifestyle LVLIFE 335 9 3.80 0.60 268 2 3.22 0.85 
35 Family tradition LVTRAD 336 8 3.86 0.57 267 3 3.82 0.49 
36 Ability of family members to receive health care LVHCARE 337 7 3.81 0.60 265 5 3.70 0.65 
Note: Active duty responses which were •great," •moderate," or •nttle to some· inducements to remain were collapsed into the •no 
inducement" category, yielding four categories of responses for the active duty respondents: •great inducement to leave," •moderate 
inducement to leave," •nttle to some inducement to leave," and •no inducement to leave." The separated survey was designed with only these 
four •inducement to leave categories." 
Table 0-2. Response frequencies to leave/stay factors, active duty Army respondents. 
INDUCEMENT TO REMAIN INDUCEMENT TO LEAVE 
No 
Great Moderate Little to Some Inducement Little to Some Moderate Great 
FACTOR N o/o N o/o N o/o N o/o N o/o N o/o N o/o 
1 Control over assignments 23 22.3 20 19.4 19 18.5 11 10.7 11 10.7 10 9.7 9 8.7 
2 Location of present assignment 34 32.7 15 14.4 12 11.5 31 29.8 3 2.9 5 4.8 4 3.9 
3 Frequency of Permanent Change of Station 8 7.7 10 9.6 15 14.4 28 26.9 23 22.1 12 11.5 8 7.7 
(PCS) moves 
4 Sensitivity of military to family needs 9 8.7 12 11.5 13 12.5 27 26.0 21 20.2 14 13.5 8 7.7 
5 Number and duration of unaccompanied 4 3.9 2 1.9 5 4.9 38 36.9 16 15.5 15 14.6 23 22.3 
tours or family separations 
6 Funding for continuing education 15 14.4 24 23.1 27 26.0 18 17.3 9 8.7 4 3.9 7 6.7 
..... 
co 7 Total amount of pay and benefits 13 12.5 14 13.5 12 11.5 9 8.7 18 17.3 20 19.2 18 17.3 ~ 
8 Non-pay benefits 20 19.2 29 27.9 28 26.9 17 16.4 3 2.9 5 4.8 2 1.9 
9 Optometry professional pay 6 5.8 7 6.7 6 5.8 18 17.3 16 15.4 17 16.4 34 32.7 
1 0 Retirement benefits 38 36.5 33 31.7 17 16.3 9 8.7 2 1.9 3 2.9 2 1.9 
11 Job security 15 14.4 30 28.9 22 21.2 17 16.4 8 7.7 3 2.9 9 8.7 
1 2 The amount your counterparts earn in 0 0 3 2.9 2 1.9 22 21.0 27 25.7 26 24.8 25 23.8 
private practice 
1 3 Expenses involved in setting up private 10 9.6 23 22.1 37 35.6 30 28.9 1 1.0 2 1.9 1 1.0 
practice 
14 Professional recognition 5 4.8 15 14.4 15 14.4 43 41.3 15 14.4 7 6.7 4 3.9 
1 5 Stature of optometry in the military 4 3.9 10 9.6 14 13.5 33 31.7 23 22.1 15 14.4 5 4.8 
1 6 Promotion opportunity 7 6.8 8 7.8 7 6.8 24 23.3 16 15.5 18 17.5 23 22.3 
1 7 Variety of 'NOt'k performed 12 11.4 33 31 .4 24 22.9 22 21.0 8 7.6 3 2.9 3 2.9 
1 8 Degree of control over patient care 8 7.6 41 39.1 27 25.7 20 19.1 5 4.8 2 1.9 2 1.9 
Table D-2. Continued 
INDUCEMENT TO REMAIN INDUCEMENT TO LEAVE 
No 
Great Moderate Uttle to Some Inducement Little to Some Moderate Great 
FACTOR N % N % N % N % N o/o N % N % 
19 Opportunity to practice as you desire 12 11.5 28 26.9 24 23.1 16 15.4 14 13.5 8 7.7 2 1.9 
20 Number of hours worked each week 14 13.6 25 24.3 21 20.4 27 26.2 11 10.7 3 2.9 2 1.9 
21 Number of patients seen each day 6 5.8 14 13.5 8 7.7 37 35.6 26 25.0 9 8.7 4 3.9 
22 How well military optometry clinics are 7 6.7 27 25.7 27 25.7 26 24.8 12 11.4 5 4.8 1 1.0 
equipped 
23 Required administrative tasks 3 2.9 8 7.6 8 7.6 42 40.0 24 22.9 14 13.3 6 5.7 
24 Amount of time spent on Quality Assurance 1 1.0 5 4.8 5 4.8 54 51.4 22 21.0 8 7.6 10 9.5 
....&. (QA)tasks 
co 25 Number of supporting technical staff 5 4.8 12 11.5 16 15.4 33 31.7 23 22.1 9 8.7 6 5.8 01 
26 Competence of supporting technical staff 5 4.9 13 12.6 14 13.6 32 31.1 20 19.4 16 15.5 3 2.9 
27 Competence of military optometric colleagues 14 13.3 37 35.2 19 18.1 33 31.4 2 1.9 0 0 0 0 
28 Relationship with immediate rater or 17 16.3 24 23.1 16 15.4 39 37.5 5 4.8 0 0 3 2.9 
evaluator 
29 Relationship with ophthalmolgy 8 7.7 23 22.1 21 20.2 35 33.7 5 4.8 9 8.7 3 2.9 
30 Bureaucracy 0 0 2 1.9 4 3.8 24 22.9 39 37.1 21 20.0 15 14.3 
31 Military leadership 3 2.9 14 13.3 22 21.0 44 41.9 13 12.4 8 7.6 1 1.0 
32 Possibility of going to war 2 1.9 5 4.8 6 5.7 72 68.6 13 12.4 2 1.9 5 4.8 
33 Spouse's or family's desires 7 6.7 15 14.3 20 19.1 26 24.8 13 12.4 12 11.4 12 11.4 
34 Military lifestyle 10 9.5 19 18.1 32 30.5 32 30.5 5 4.8 5 4.8 2 1.9 
35 Family tradition 2 1.9 3 2.9 13 12.4 78 74.3 3 2.9 2 1.9 4 3.8 
36 Ability of family members to receive health 14 13.3 25 23.8 22 21.0 29 27.6 8 7.6 5 4.8 2 1.9 
care 
Table 0-3. Response frequencies to leave/stay factors, active duty Navy respondents. 
INDUCEMENT TO REMAIN INDUCEMENT TO LEAVE 
No 
Great Moderate Little to Some Inducement Little to Some Moderate Great 
FACTOR N % N % N % N o/o N % N % N % 
1 Control over assignments 15 18.5 27 33.3 12 14.8 10 12.3 8 9.9 3 3.7 6 7.4 
2 Location of present assignment 26 31.3 19 22.9 14 16.9 15 18.1 4 4.8 4 4.8 1 1.2 
3 Frequency of Permanent Change of Station 4 4.9 9 11.0 11 13.4 22 26.8 14 17.1 17 20.7 5 6.1 
(PCS) moves 
4 Sensitivity of military to family needs 9 11.1 12 14.8 11 13.6 31 38.3 7 8.6 8 9.9 3 3.7 
5 Number and duration of unaccompanied 3 3.8 1 1.3 2 2.5 36 45.6 8 10.1 9 11.4 20 25.3 
tours or family separations 
6 Funding for continuing education 20 24.1 27 32.5 21 25.3 8 9.6 5 6.0 2 2.4 0 0 
...... 
co 7 Total amount of pay and benefits 10 12.3 9 11.1 15 18.5 6 7.4 13 16.1 13 16.1 15 18.5 0) 
8 Non-pay benefits 13 16.5 23 29.1 20 25.3 9 11.4 8 10.1 1 1.3 5 6.3 
9 Optometry professional pay 7 8.8 1 1.3 10 12.5 14 17.5 8 10.0 11 13.8 29 36.3 
1 0 Retirement benefits 33 40.2 27 32.9 1 1 13.4 5 6.1 2 2.4 0 0 4 4.9 
11 Job security 20 24.3 19 23.2 18 22.0 5 6.1 4 4.9 4 4.9 12 14.6 
12 The amount your counterparts earn in 0 0 1 1.2 1 1.2 14 16.9 14 16.9 23 27.7 30 36.2 
private practice 
13 Expenses involved in setting up private 8 9.6 26 31.3 30 36.2 15 18.1 2 2.4 1 1.2 1 1.2 
practice 
14 Professional recognition 6 7.3 17 20.7 11 13.4 23 28.1 10 12.2 8 9.8 7 8.5 
15 Stature of optometry in the military 6 7.3 16 19.5 8 9.8 23 28.1 12 14.6 8 9.8 9 11.0 
16 Promotion opportunity 3 3.7 11 13.4 3 3.7 7 8.5 17 20.7 11 13.4 30 36.6 
1 7 Variety of work performed 12 14.5 32 38.6 18 21.7 8 9.6 6 7.2 4 4.8 3 3.6 
1 8 Degree of control over patient care 13 15.9 28 34.2 18 22.0 13 15.9 5 6.1 3 3.7 2 2.4 
Table D-3. QQ!JliDU~d 
INDUCEMENT TO REMAIN INDUCEMENT TO LEAVE 
No 
Great Moderate Little to Some Inducement Little to Some Moderate Great 
FACTOR N o/o N % N % N % N % N % N % 
1 9 Opportunity to practice as you desire 11 13.4 32 39.0 17 20.7 8 9.8 6 7.3 7 8.5 1 1.2 
20 Number of hours worked each week 11 13.3 32 38.6 15 18.1 12 14.5 7 8.4 4 4.8 2 2.4 
21 Number of patients seen each day 7 8.4 19 22.9 15 18.1 23 27.7 10 12.1 7 8.4 2 2.4 
22 How weD military optometry clinics are 11 13.6 21 25.9 14 17.3 19 23.5 9 11.1 4 4.9 3 3.7 
equipped 
23 Required administrative tasks 1 1.2 3 3.7 10 12.2 20 24.4 20 24.4 14 17.1 14 17.1 
24 Amount of time spent on Quality Assurance 0 0 2 2.5 3 3.7 34 42.0 17 21.0 13 16.1 12 14.8 
...... 
(QA)tasks 
co 25 Number of supporting technical staff 1 1.2 9 11.1 16 19.8 2 1 25.9 20 24.7 12 14.8 2 2.5 
-...J 
26 Competence of supporting technical staff 4 4.9 18 22.2 20 24.7 16 19.8 14 17.3 7 8.6 2 2.5 
27 Competence of military optometric colleagues 14 17.7 31 39.2 9 11.4 19 24.1 3 3.8 2 2.5 1 1.3 
28 Relationship with immediate rater or 12 15.0 25 31.3 15 18.8 14 17.5 7 8.8 3 3.8 4 5.0 
evaluator 
29 Relationship with ophthalmolgy 10 12.2 13 15.9 13 15.9 23 28.1 9 11.0 7 8.5 7 8.5 
30 Bureaucracy 1 1.2 1 1.2 1 1.2 17 20.5 28 33.7 19 22.9 16 19.3 
31 Military leadership 5 6.3 9 11.3 12 15.0 25 31.3 15 18.8 3 3.8 11 13.8 
32 Possibility of going to war 1 1.3 1 1.3 4 5.0 59 73.8 10 12.5 4 5.0 1 1.3 
33 Spouse's or family's desires 6 7.5 8 10.0 5 6.3 36 45.0 11 13.8 9 11.3 5 6.3 
34 Military lifestyle 7 8.6 17 21.0 18 22.2 30 37.0 6 7.4 2 2.5 1 1.2 
35 Family tradition 2 2.4 9 11.0 5 6.1 64 78.1 1 1.2 0 0 1 1.2 
36 Ability of family members to receive health 11 13.4 19 23.2 20 24.4 24 29.3 4 4.9 1 1.2 3 3.7 
care 
Table D-4. Response frequencies to leave/stay factors, active duty Air Force respondents. 
INDUCEMENT TO REMAIN INDUCEMENT TO LEAVE 
No 
Great Moderate Little to Some Inducement Little to Some Moderate 
~ 
FACTOR 
1 Control over assignments 
2 location of present assignment 
3 Frequency of Permanent Change of Station 
(PCS) moves 
4 Sensitivity of military to family needs 
5 Number and duration of unaccompanied 
tours or family separations 
6 Funding for continuing education 
co 7 Total amount of pay and benefits 
co 
8 Non-pay benefits 
9 Optometry professional pay 
1 0 Retirement benefits 
11 Job security 
12 The amount your counterparts earn in 
private practice 
13 Expenses involved in setting up private 
pradice 
14 Professional recognition 
15 Stature of optometry in the military 
16 Promotion Opportunity 
1 7 Variety of work performed 


























































































































































Table D-4. Qgntinued 
INDUCEMENT TO REMAIN INDUCEMENT TO LEAVE 
No 
Great Moderate Uttle to Some Inducement Uttle to Some Moderate Great 
FACTOR N o/o N o/o N % N o/o N o/o N o/o N o/o 
1 9 Opportunity to practice as you desire 22 14.9 46 31.1 25 16.9 22 14.9 20 13.5 8 5.4 5 3.4 
20 Number of hours worked each week 19 12.8 45 30.2 26 17.5 28 18.8 18 12.1 10 6.7 3 2.0 
21 Number of patients seen each day 4 2.7 15 10.0 13 8.7 37 24.7 46 30.7 21 14.0 14 9.3 
22 How wei military optometry clinics are 11 7.3 36 24.0 43 28.7 38 25.3 11 7.3 10 6.7 1 0.7 
equipped 
23 Required administrative tasks 1 0.7 9 6.0 6 4.0 62 41.3 41 27.3 23 15.3 8 5.3 
24 Amount of time spent on Quality Assurance 0 0 2 1.3 6 4.0 39 26.2 47 31 .5 38 25.5 17 11.4 
(QA)tasks 
..... 
co 25 Number of supporting technical staff 7 4.7 16 10.7 20 13.4 40 26.8 40 26.8 15 10.1 11 7.4 
co 
26 Competence of supporting technical staff 12 8.0 22 14.7 39 26.0 44 29.3 17 11.3 12 8.0 4 2.7 
27 Competence of military optometric colleagues 13 8.7 54 36.0 32 21.3 46 30.7 1 0.7 2 1.3 2 · 1.3 
28 Relationship with immediate rater or 16 10.7 53 35.3 32 21.3 40 26.7 3 2.0 2 1.3 4 2.7 
evaluator 
29 Relationship with ophthalmolgy 11 7.4 37 24.8 38 25.5 45 30.2 8 5 .4 7 4.7 3 2.0 
30 Bureaucracy 0 0 2 1.3 5 3.3 30 20.0 58 38.7 35 23.3 20 13.3 
31 Military leadership 3 2.0 18 12.0 26 17.3 67 44.7 24 16.0 5 3.3 7 4.7 
32 Possibility of going to war 0 0 7 4.7 10 6.7 89 59.3 29 19.3 7 4.7 8 5.3 
33 Spouse's or family's desires 9 6.0 20 13.3 24 16.0 50 33.3 14 9.3 22 14.7 11 7.3 
34 Military lifestyle 8 5.4 33 22.2 48 32.2 38 25.5 14 9.4 4 2.7 4 2.7 
35 Family tradition 0 0 8 5.4 13 8.7 118 79.2 2 1.3 3 2.0 5 3.4 
36 Ability of family members to receive health 16 10.7 48 32.0 42 28.0 28 18.7 9 6.0 4 2.7 3 2.0 
care 
Table 0-5. Response frequencies to factors as inducements to leave active duty, separated Army respondents. 
' 
INDUCEMENT TO LEAVE 
No 
Great Moderate Uttle to Some Inducement 
FACTOR N % N % N % N % 
1 Control over assignments 33 29.0 33 29.0 23 20.2 25 21.9 
2. Location of last assignment 8 6.9 12 10.4 19 16.4 76 65.5 
3 Frequency of Permanent Change of Station (PCS) moves 24 20.7 32 27.6 24 20.7 36 31 .0 
4 Sensitivity of military to family needs 17 14.8 18 15.7 36 31.3 44 38.3 
5 Number and duration of unaoco"1>8nied tours or famly separations 18 15.7 15 13.0 27 23.5 55 47.8 
6 Funding for continuing education 14 12.1 21 18.1 29 25.0 52 44.8 
1\) 7 Total amount of pay and benefits 41 35.4 43 37.1 20 17.2 12 10.4 0 
0 
8 Non-pay benefits 3 2.6 17 14.7 46 39.7 50 43.1 
9 Optometry professional pay 45 38.8 42 36.2 18 15.5 11 9.5 
1 o Retirement benefits 9 7.8 13 11.2 22 19.0 72 62.1 
11 Job security 23 19.8 23 19.8 24 20.7 46 39.7 
12 The amount your counterparts earn in private practice 44 37.9 35 30.2 19 16.4 18 15.5 
13 Expenses involved in setting up private practice 3 2.6 4 3.5 25 21.7 83 72.2 
14 Professional recognition 19 16.5 25 21.7 40 34.8 31 27.0 
15 Stature of optometry in the military 35 30.2 36 31 .0 22 19.0 23 19.8 
16 Promotion opportunity 58 50.0 28 24.1 19 16.4 11 9.5 
17 Variety of work performed 12 10.4 16 13.9 34 29.6 53 46.1 
18 Degree of control over patient care 9 7.8 32 27.6 30 25.9 45 38.8 
Table D-5. Continued 
INDUCEMENT TO LEAVE 
No 
Great Moderate Uttle to Some Inducement 
FACTOR N o/o N % N % N o/o 
19 Opportunity to practice as you desire 24 20.7 24 20.7 28 24.1 40 34.5 
20 Number of hours worked each week 4 3.5 9 7.8 31 27.0 71 61.7 
21 Number of patients seen each day 9 7.8 19 16.5 37 32.2 50 43.5 
22 How well military optometry cUries are equipped 7 6.0 17 14.7 34 29.3 58 50.0 
23 Required adrrinistrative tasks 20 17.2 32 27.6 35 30.2 29 25.0 
24 Amount of time spent on Quality Assurance (OA) tasks 5 4.4 12 10.4 39 33.9 59 51.3 
1\) 
0 25 Number of supporting technical staff 8 6.9 14 12.1 34 29.3 60 51.7 
...... 
26 Competence of supporting technical staff 13 11.2 15 12.9 36 31.0 52 44.8 
27 Competence of military optometric colleagues 4 3.5 7 6.1 20 17.4 84 73.0 
28 Relationship with Immediate rater or evaluator 10 8.6 8 6.9 21 18.1 77 66.4 
29 Relationship with ophthalmolgy 18 15.5 15 12.9 31 26.7 52 44.8 
30 Bureaucracy 41 35.3 32 27.6 25 21.6 18 15.5 
31 Military leadership 19 16.5 28 24.3 30 26.1 37 32.2 
32 Possibility of going to war 3 2.6 12 10.3 19 16.4 81 69.8 
33 Spouse's or family's desires 15 13.0 21 18.3 31 27.0 47 40.9 
34 Miitary lfestyle 9 7.8 8 6.9 46 39.7 52 44.8 
35 Farrily tradtion 3 2.6 0 0 15 13.0 96 83.5 
36 Ability of farrily mermers to receive health care 4 3.5 6 5.2 21 18.3 82 71.3 
Table D-6. Response frequencies to factors as inducements to leave active duty, separated Navy respondents. 
INDUCEMENT TO LEAVE 
No 
Great Moderate Little to Some Inducement 
FACTOR N % N % N 0/o N % 
1 Control over assignments 17 28.8 17 28.8 27 28.8 8 13.6 
2. Location of last assignment 5 8.5 4 6.8 8 13.6 42 71.2 
3 Frequency of Permanent Change of Station (PCS) moves 8 13.6 19 32.2 14 23.7 18 30.5 
4 Sensitivity of military to family needs 3 5.1 19 32.2 18 30.5 19 32.2 
5 Number and duration of unaccompanied tours or family separations 0 0 6 10.3 12 20.7 40 69.0 
6 Funding for continuing education 2 3.4 10 17.0 17 28.8 30 50.9 
N 7 Total amount of pay and benefits 21 35.6 19 32.2 14 23.7 5 8.5 0 
N 
8 Non-pay benefits 2 3.5 6 10.4 24 41.4 26 44.8 
9 Optometry professional pay 20 33.9 18 30.5 16 27.1 5 8.5 
10 Retirement benefits 2 3.4 8 13.6 16 27.1 33 55.9 
11 Job security 8 13.6 5 8.5 12 20.3 34 57.6 
12 The amount your counterparts earn in private practice 25 42.4 19 32.2 6 10.2 9 15.3 
13 Expenses Involved in setting up private practice 2 3.4 7 11.9 11 18.6 39 66.1 
14 Professional recognition 4 6.9 17 29.3 21 36.2 16 27.6 
15 Stature of optometry in the nilitary 9 15.3 23 39.0 16 27.1 11 18.6 
16 Promotion opportunity 23 39.0 14 23.7 16 27.1 6 10.2 
17 Variety of work performed 3 5.1 12 20.3 21 35.6 23 39.0 
18 Degree of control over patient care 3 5.1 13 22.0 24 40.7 19 32.2 
Table 0-6. Continued 
INDUCEMENT TO LEAVE 
No 
Great Moderate Little to Some Inducement 
FACTOR N % N % N % N % 
19 Opportunity to practice as you desire 9 15.3 21 35.6 15 25.4 14 23.7 
20 Number of hours worked each week 2 3.5 5 8.6 19 32.8 32 55.2 
21 Number of patients seen each day 6 10.2 11 18.6 20 33.9 22 37.3 
22 How well military optometry cUries are equipped 2 3.4 11 18.6 22 37.3 24 40.7 
23 Required administrative tasks 23 39.0 19 32.2 10 17.0 7 11.9 
24 Amount of time spent on Quality Assurance (QA) tasks 12 20.3 15 25.4 16 27.1 16 27.1 
N 
0 25 Number of supporting technical staff 3 5.1 8 13.6 25 42.4 23 39.0 w 
26 Competence of supporting technical staff 4 6.8 8 13.6 27 45.8 20 33.9 
27 Competence of military optometric colleagues 0 0 2 3.4 21 35.6 36 61.0 
28 Relationship with immediate rater or evaluator 8 13.6 8 13.6 18 30.5 25 42.4 
29 Relationship with ophthalmolgy 5 8.5 13 22.0 20 33.9 21 35.6 
30 Bureaucracy 27 45.8 22 37.3 8 13.6 2 3.4 
31 Military leadership 14 24.1 14 24.1 21 36.2 9 15.5 
32 Possibility of going to war 1 1.7 3 5.1 16 27.1 39 66.1 
33 Spouse's or family's desires 19 32.2 13 22.0 7 11.9 20 33.9 
34 Miltary lfestyle 3 5.1 13 22.0 26 44.1 17 28.8 
35 Family tracition 0 0 1 1.7 13 22.0 45 76.3 
36 Ability of family members to receive health care 0 0 3 5.1 17 28.8 39 66.1 
Table D-7. Response frequencies to factors as inducements to leave active duty, separated Air Force respondents. 
INDUCEMENT TO LEAVE 
No 
Great Moderate Little to Some Inducement 
FACTOR N % N % N % N % 
1 Control over assignments 18 19.4 27 29.0 21 22.6 27 29.0 
2. Location of last assignment 7 7.5 7 7.5 16 17.2 63 67.7 
3 Frequency of Permanent Change of Station (PCS) moves 13 14.0 22 23.7 22 23.7 36 38.7 
4 Sensitivity of military to family needs 5 5.4 13 14.0 31 33.3 44 47.3 
5 Number and duration of unaccompanied tours or family separations 7 7.6 9 9.8 18 19.6 58 63.0 
6 Funding for continuing education 1 1.1 17 18.3 24 25.8 51 54.8 
1\) 7 Total amount of pay and benefits 35 37.6 26 28.0 16 187.2 16 17.2 0 
~ 8 Non-pay benefits 4 4.3 16 17.2 27 29.0 46 49.5 
9 Optometry professional pay 42 45.2 22 23.7 14 15.1 15 16.1 
10 Retirement benefits 5 5.4 9 9.6 17 18.3 62 66.7 
11 Job security 3 3.2 10 10.8 27 29.0 53 57.0 
12 The amount your counterparts earn in private practice 35 37.6 29 31.2 16 17.2 13 14.0 
13 Expenses involved in setting up private practice 2 2.2 3 3.2 17 18.3 71 76.3 
14 Professional recognition 7 7.5 24 25.8 30 32.3 32 34.4 
15 Stature of optometry in the military 9 9 .7 31 33.3 30 32.3 23 24.7 
16 Promotion opportunity 40 43.0 25 26.9 17 18.3 11 11.8 
17 Variety of work performed 4 4.3 17 18.5 35 38.0 36 39.1 
18 Degree of control over patient care 7 7.6 19 20.7 33 35.9 33 35.9 
Table D-7. Continued 
INDUCEMENT TO LEAVE 
No 
Great Moderate Uttle to Some Inducement 
FACTOR N % N % N % N % 
19 Opportunity to practice as you desire 14 15.1 24 25.8 27 29.0 28 30.1 
20 Number of hours worked each week 3 3.2 10 10.8 28 30.1 52 55.9 
21 Number of patients seen each day 13 14.0 25 26.9 18 19.4 37 39.8 
22 How well military optometry cOnics are equipped 4 4.4 15 16.3 31 33.7 42 45.7 
23 Required adrrinistrative tasks 7 7.5 25 26.9 31 33.3 30 32.3 
24 Amount of time spent on Quality Assurance (QA} ta~ks 5 5.4 21 22.6 30 32.3 37 39.8 
1\) 
0 25 Number of supporting technical staff 5 5.4 14 15.1 33 35.5 41 44.1 <11 
26 Competence of supporting technical staff 5 5.4 10 10.8 33 35.5 45 48.4 
27 Competence of miHtary optometric colleagues 0 0 6 6.5 20 21.5 67 72.0 
28 Relationship with immediate rater or evaluator 13 14.1 8 8.7 15 16.3 56 60.9 
29 Relationship with ophthalmolgy 9 9.7 10 10.8 24 25.8 50 53.8 
30 Bureaucracy 27 29.0 27 29.0 20 21.5 19 20.4 
31 Miitary leadership 5 5.4 27 29.0 27 29.0 34 36.6 
32 Possibility of going to war 1 1.1 3 3.2 19 20.4 70 75.3 
33 Spouse's or family's desires 11 11.8 16 17.2 19 20.4 47 50.5 
34 Miltary lfestyle 2 2.2 9 9.7 36 38.7 46 49.5 
35 Farrily tradtion 0 0 1 1.1 8 8.6 84 90.3 
36 Ability of farrily members to receive health care 1 1.1 1 1.1 9 9.9 80 87.9 
